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EXECUTIVE  SUMMARY 


Conversion  of  the  352,000  Marine  Corps  official 
personnel  records  from  the  traditional  paper  record  to 
an  automated  system  utilizing  the  updatable  microfiche 
media,  will  provide  both  for  better  management  of  the 
personnel  record  and  a  modern,  capable  and  useful  records 
system.  However,  in  correcting  the  management  problem 
the  new  system  will  affect  procedural  changes  for  numerous 
users  of  the  official  personnel  records,  specifically  in 
the  all-important  selection  board  process. 

The  selection  process  may  be  the  most  vital,  visible 
and  least  understood  of  the  personnel  related  processes. 
Vital  in  that  the  Marine  Corps  must  select  the  best  pos¬ 
sible  leaders  and  managers  and,  in  that  20%  of  the  career 
force  annually  is  under  scrutiny  for  possible  promotion. 
Visible  in  that  approximately  26  boards  a  year  must  meet 
for  selection  for  promotion,  schools  and  special  programs. 
Yet,  not  really  understood  because  the  selection  process 
has  not  been  articulated  to  the  officer  and  senior  en¬ 
listed  Marine.  There  exists  an  aura  of  mystery,  a  question¬ 
ing  of  requisite  qualification, criteria — and  the  basic 
question  of  the  procedures  and  means  of  discrimination 
between  records  in  order  to  select  the  best  qualified. 


i 


The  scope  of  this  study  was  formulated  on  the  basic 
assumption  that  compensating  corrections  or  alterations 
to  the  selection  process  could  be  effected  in  a  timely 
manner  to  prevent  the  anticipated  degradation  of  that 
process,  which  will  occur  in  December,  1980,  when  the 
officer  records  will  be  completely  converted.  It  was 
assumed  that  the  current  automated  systems  that  support 
the  selection  process,  i.e.,  the  Manpower  Management 
System  (MMS) ,  the  Automated  Fitness  Reports  System  (AFRS) 
and  the  new  Marine  Automated  Records  System  (MAPRS)  have 
not  been  fully  optimized  for  support  of  the  selection 
process.  Additionally,  it  was  assumed  that  the  manual 
process  of  today's  selection  boards  will  become  even 
slower  with  the  conversion  of  records  to  microfiche. 

From  an  analysis  of  current  policy  directives.  Title 
10  enabling  authority  for  conduct  of  selection  boards,  a 
review  of  board  procedures,  worksheets  and  briefing  guides, 
it  was  clearly  established  that  boards  are  autonomous. 

It  also  showed  that  boards  need  timely  and  accurate  in¬ 
formation  provided  in  usable  forms — not  necessarily  the 
record.  The  administrative,  demographic  and  performance 
information  required  by  the  boards  currently  exists  in 
digital  form  in  one  or  more  of  the  three  systems  mentioned 
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above. 


The  heart  of  the  Personnel  Evaluation  System  (PES) 
is  the  USMC  Fitness  Report  (Form  1610).  A  detailed  analysis 
of  that  form  was  accomplished  in  order  to  determine  its  ade¬ 
quacy  for  the  current  board  procedures  and  more  importantly, 
it  potential  for  supporting  an  alternative  and  increasingly 
capable  selection  process.  The  analysis  demonstrates  that 
the  fitness  report  is  an  excellent  vehicle  for  both  the  cur¬ 
rent  and  projected  new  system  alternatives.  Furthermore,  the 
analysis  indicates  that  the  fitness  report,  the  context  of 
the  system,  is  not  fully  utilized  due  to  the  inability  to 
adequately  handle  the  objective  data  Section  "B"  of  the  report. 
As  a  result,  two  "side  lobes"  have  emerged  and  both  have  as¬ 
sumed  a  greater  importance  than  originally  intended.  The 
"Truth  Teller,"  or  that  process  of  spreading  the  peer  ratings 
by  the  reporting  senior,  has  assumed  a  meaning  of  inflated 
significance  in  the  selection  process.  Secondly,  Section 
"C,"  the  written  character  statement,  has  been  expanded  by 
reporting  seniors  as  a  means  of  describing  the  individual's 
performance;  apparently  due  to  the  inability  to  use  the 
objective  markings  of  Section  "B." 

The  Master  Brief  Sheet  (MBS) ,  a  major  derivative  of 
the  Automated  Fitness  Report  System  (AFRS) ,  is  a  means  of 
organizing  fitness  report  objective  markings  from  May,  1972 
to  the  present  for  use  by  the  boards.  It  has  several  draw¬ 
backs  as  currently  produced  but  it  has  great  potential. 
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The  basic  goal  of  the  study  was  to  determine  whether 
a  full  synthesis  of  the  ADP  Systems  mentioned  above  would 


provide  for  an  alternative  or  revised  manner  of  doing 
business  that  potentially  would  increase  the  credibility 
of  the  process  and  provide  more  available  time  for  board 
members  to  view  the  complete  Marine  both  objectively  and 
subjectively. 


The  g^V^hesis  analysis  was  conducted  considering  the 
Manpower  Management  System  (MMS) ,  the  Automated  Fitness 
Report  System  (AFRS)  and  the  new  Marine  Automated  Per¬ 
sonnel  Records  System  (MAPRS)  as  they  related  to  the  cur¬ 
rent  selection  board  process.  The  basic  premise  was  that 
available  digital  information,  derived  from  the  official 
personnel  record, could  be  organized  and  formatted  in 
such  a  manner  as  to  reduce  the  necessity  for  searching, 
scanning,  and  transcribing  from  the  original  record. 

The  study  established  a  baseline  for  the  current 
system  using  official  directives  for  describing  promotion 
authority,  the  Performance  Evaluation  System  and  the  USMC 
Fitness  Report.  Current  board  procedures,  precepts, 
forms  and  worksheets  used  were  evaluated  as  a  means  for 
understanding  the  selection  process. 
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USMC  SYSTEM  SNYTHESIS  IN  SUPPORT 
OF  THE  SELECTION  PROCESS 

CHAPTER  I 

INTRODUCTION 

The  Problem 

By  December,  1980,  352,000  Marine  Corps  officer  and 
enlisted  personnel  records  will  complete  conversion  from 
the  200-year  tradition  of  an  officer  paper  record  book 
to  an  automated  microminitur ized  film  form  —  updatable 
microfiche. 

The  impact  of  the  selection  process  conversion  to  a 
microform  media  will  be  significant  in  that  the  increased 
time  required  to  utilize  microforms  will  force  a  greater 
reliance  on  the  support  systems.  Automated  Fitness  Report 
System  (AFRS)  and  the  Manpower  Management  System  (MMS) . 

The  increased  reliance  on  automated  assistance  will 
directly  effect  the  procedural  aspects  of  selection 
boards  in  a  rather  dramatic  manner. 

The  current  selection  board  process  is  a  unique 
melding  of  highly  dedicated  and  professional  board  members 
supported  by  a  small  amount  of  automated  support  and  an 
enormous  manual  transcription  effort.  The  latter  effort 
consists  mainly  of  extracting  pertinent  demographic  and 
performance  information  from  official  source  documents 
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for  use  with  worksheets  and  briefing  guides.  The  time 
required  to  accomplish  the  manual  tasks  will  increase  due 
to  the  new  microform  record  unless  better  alternatives 
are  found. 

The  principle  document  used  by  a  selection  board  is 
the  United  States  Marine  Corps  Fitness  Report  (Form  1610) . 
The  fitness  report  provides  the  written  evidence  of  per¬ 
formance  of  the  individual  Marine  officer  and  senior  en¬ 
listed  as  viewed  by  a  reporting  senior.  Judgments  by  the 
reporting  senior  are  reported  twice  yearly  and  form  the 
historical  performance  basis  used  by  selection  boards  to 
determine  promoteability .  Since  the  fitness  report  is 
the  "key"  document  in  the  process,  how  descriptive  and 
useful  is  it  as  currently  used? Does  it  describe  performance 
in  sufficient  detail,  with  discernable,  discrete  factors 
of  discrimination  for  use  in  a  more  capable  or  alternative 
process? 

In  1972,  the  Marine  Corps  opted  to  use  fitness  reports 
that  could  be  optically  scanned  and  digitized  for  support 
of  various  headquarters  functions.  The  resultant  system 
is  known  as  the  Automated  Fitness  Report  System  (APRS) 

(see  Appendix  I) .  The  automated  fitness  report  does  not 
include  all  of  the  available  information,  notably  a  hand¬ 
written  section  of  character  and  illumination  comments, 
but  it  does  provide  objective  data  in  an  automated  mode 


that  is  organized  and  outputted  into  various  forms  and 
documents.  The  additional  step  of  including  demographic 
data  from  the  Manpower  Management  System  (MMS)  produced 
a  document  known  as  the  Master  Brief  Sheet  (MBS)  —  used 
almost  exclusively  by  selection  boards.  The  MBS  has  evolved 
into  a  factor  of  major  importance  to  the  selection  process. 
The  full  capability  of  the  AFRS  has  not  been  applied  to 
the  selection  process.  The  microminiaturization  effort 
will  require  that  increased  emphasis  be  placed  on  the 
modernization  and  upgrading  of  that  system. 

The  Selection  Process 

The  selection  process,  as  bounded  by  higher  directives 
and  as  espoused  in  official  orders  and  directives,  pro¬ 
vides  the  Marine  Corps  with  the  authority  and  respon¬ 
sibility  of  ensuring  that  "the  best  fitted"  are  selected 
for  recommendation  and  subsequent  promotion.  The  criteria 
or  standard  to  be  applied  for  each  board  flows  directly 
from  the  official  "precept"  from  the  Secretary  of  the  Navy 
to  the  President  of  a  particular  selection  board.  Dis¬ 
cerning  the  real  from  the  apparent  relative  to  the  stan¬ 
dard  applied  during  any  particular  board  leads  to  in¬ 
teresting  conclusions  that  are  sometimes  interpreted  as 
casting  dispersions  or  questioning  the  very  credibility 
of  the  boards.  Therefore,  it  is  important  that  the 
authority,  procedural  aspects  and  that  the  achievable 
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capabilities  of  boards  within  the  current  directive  be 
investigated.  Such  investigation  would  provide  a  basis 
for  determining  the  benefits  and  shortfalls  that  could 
be  achieved  by  other  alternatives  in  support  of  the 
selection  process. 

A  vital  aspect  of  the  selection  process  is  the  per¬ 
ception  of  that  process  held  by  the  officer  and  senior 
enlisted  Marines  that  are  either  promoted  or  passed  over. 

A  career  force  of  Marines  constitutes  a  formidible  body 
of  spirited  competitors.  Marines  thrive  on  competition. 

It  is  that  competitive  nature  channeled  toward  policy  ob¬ 
jectives  of  high  readiness,  excellence  in  training,  un¬ 
questioned  and  demonstrated  integrity,  etc.,  that  keeps 
the  Marine  Corps  service  image  high. 

Yet,  the  selection  process  is  not  well  understood 
by  Marines.  The  articulation  of  the  process  is  under¬ 
standably  complex  as  currently  accomplished.  With  that 
thought  in  mind,  selective  process  procedural  alternatives 
must  be  viewed  within  the  context  of  credibility,  believe- 
ability  and  understandability . 

A  Need  for  System  Synthesis 

The  alternatives  that  are  currently  available  to 
the  Marine  Corps  as  a  result  of  the  adoption  of  the  micro¬ 
miniaturization  program  requires  a  detailed  analysis.  The 
MAPRS,  as  the  driving  factor,  is  an  innovative  and  neces¬ 
sary  modernization  effort  that  will  provide  more  meaningful 
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support  to  the  selection  process  through  increased  accuracy 
of  records  (see  Appendix  2) .  The  prospect  of  increasing 
overall  time  requirements  for  manual  transcription  of 
records  is  fully  offset  by  the  increased  accuracy  and 
the  potential  upgrading  of  the  Automated  Fitness  Report 
System  ( AFRS ) .  That  analysis  should  include  a  review 
of  the  MAPRS,  the  Automated  AFRS  and  the  MMS  (see  Appendix 
3)  as  they  relate  to  the  support  of  the  Marine  Crops 
selection  process. 

Conclusion 

The  critical  developing  path  in  the  system  appears 
to  emanate  directly  from  the  evolution  and  use  of  the 
fitness  report  to  the  automated  fitness  report  system  as 
a  primary  tool  of  the  selection  process.  A  combination 
of  system  modifications  and  selection  board  procedural 
changes  could  be  effected  in  sufficient  time  to  minimize 
the  prospects  and  impact  of  the  MAPRS,  and  the  realization 
of  a  highly  visible  and  useful  selection  system. 


CHAPTER  II 


RECORD  OF  PERFORMANCE,  THE  FITNESS  REPORT 

Need  for  a  Historical  Record 

The  Marine  Corps,  the  other  military  services.  For¬ 
tune  500  Companies  and  large  private  or  public  corpora¬ 
tions  continue  to  search  for  better  methods  and  techniques 
for  the  identification,  selection  and  promotion  of  the 
most  capable  and  most  promising  of  their  personnel. 

As  the  Marine  Corps  has  expanded  in  personnel , technical 
complexities  ,  and  reliance  on  specialties,  the  pro¬ 
motion  process  has  become  patently  more  intricate  and  com¬ 
petitive.  In  the  past  two  decades,  the  living  standard 
that  the  military  officer  and  senior  enlisted  enjoys  is 
competitive  to  that  of  commercial  occupations.  The  in¬ 
creased  standard  has  resulted  in  the  procurement  of  high 
quality  personnel,  that,  in  turn,  has  resulted  in  even 
keener  competition  for  career  oriented  personnel  as  they 
progress  upward. 

Definition,  acceptance  ,and  agreement  on  means  for 
precise  measurement  of  performance,  the  output  of  the 
military  professional,  by  its  very  nature,  is  difficult. 

The  military  output  is  not  the  bottom  line  dollar,  per¬ 
centage  of  sales,  gross  revenues,  or  units  sold  as  in 
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industry.  It  is  not  the  hours  flown  in  military  aircraft, 
miles  walked  by  the  infantry,  shells  fired  by  the  artillery 
or  the  number  of  supply  bins  filled.  The  diversity  of  jobs, 
the  spectrum  of  training  skills,  and  the  largo  number  of 
personnel  in  the  military  has  created  an  exceptionally  com¬ 
petitive  market. 

There  are  no  significantly  limiting  military  promo¬ 
tion  standards.  Military  services  have  distinct  missions 
and  roles,  differing  priorities,  and  unique  phil¬ 
osophies  and  perspectives.  The  services  own  views  as  to 
who  they  are  and  what  they  exist  for  tend  to  evolve  over 
time  due  to  ever  changing  world  conditions,  domestic  prior¬ 
ities,  economics,  national  and  international  politics.  The 
seemingly  rudimentary  task  of  discrimination  between  fac¬ 
tors  of  professional  performance,  personal  capabilities, 
traits, and  potential  for  growth  must  be  reflective  and 
sensitive  to  change.  During  the  span  of  a  career,  there 
are  intervening  periods  of  relative  peace,  various  forms 
of  world  crisis, and  degrees  of  involvement  in  warfare. 

Without  an  accepted,  well  defined  standard  or  criteria 
basis,  the  ability  to  differentiate  between  the  various 
aspects  of  job  performance  and  personal  characteristics 
in  order  to  apply  past  performance  to  a  forward 
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estimate  of  the  person's  real  potential  for  increased  re¬ 
sponsibility  is  impossible.  This  then  is  the  essence  of  the 
promotion  problem. 
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It  is  therefore  important  that  some  means  be  provided 
wherein  the  individual  performance  is  evaluated.  To  be  | 

of  value  in  a  competitive  market,  all  of  the  people  must  i 

be  evaluated  from  a  similar  and  standard  base.  / 

All  of  the  military  services  use  a  historical  record  I 

to  build  a  history  of  individual  performance.  The  content 
of  those  records  vary  from  large  comprehensive  aggregated 
records  of  administrative,  demographic,  contractual,  per¬ 
formance  and  personal  data  to  records  consisting  of  com¬ 
puter  printouts  and  heavily  mechanized,  summarized/ and  tab¬ 
ulated  forms.  The  storage  media  of  the  records  have  a 
direct  bearing  on  the  utility  and  the  procedural  aspects 
of  the  various  users  to  include  selection  boards. 

For  the  Marine  Corps,  the  paper  record  has  tradition¬ 
ally  been  the  media  of  maintaining  official  records  of  a 
personnel  nature.  The  official  personnel  record  is  the 
basic  source  document  wherein  members  of  a  selection  board 
can  evaluate  performance  of  an  individual  against  some  stan¬ 
dard  or  criteria  in  relation  to  others  that  are  in  compe¬ 
tition.  * 
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The  Marine  Corps  official  record  has  followed  a  tra¬ 
ditional  and  evolutionary  pattern  of  collecting  pertinent 
information  relative  to  an  individual,  as  well  as  storing  and 
maintaining  that  information  in  Officer  Qualification 
Records  (OQR's)  and  Service  Record  Books  (SRB's)  for  the 
senior  enlisted  Marines.  Over  time,  the  records  have 
grown  to  the  extent  that  currently  the  headquarters  main¬ 
tains  over  25  million  document  pages  on  all  officers  and 
enlisted.  The  official  records  are  required  as  the  offi¬ 
cial  source  documents  for  use  in  arbitrating  claims  against 
the  government,  grievance,  and  adjudication  of  other  personal 
matters  relating  to  an  individual.  It  is  the  availability 
of  such  massive  amounts  of  diverse  and  unstructured  infor¬ 
mation  that  subsequently  forces  selection  boards  to  labor¬ 
iously  and  selectively  sort  and  organize  critical  informa¬ 
tion  that  is  needed  relative  to  determining  the  competitive 
qualifications  and  professional  potential. 

Performance  Evaluation  System 

The  basic  order  covering  promotion  policy  states: 

The  Marine  Corps  performance  evaluation 
system  provides  for  the  periodic  audit,  descrip¬ 
tion,  and  report  of  the  performance  and  person¬ 
ality  characteristics  of  Marine  officers  and 
noncommissioned  officers  in  the  grade  of  sergeant 
and  above.  It  also  requires  that  all  Marines 
subject  to  the  performance  appraisal  process  be 
counseled  regularly  and,  as  a  minimum,  at  least 
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on  the  occasion  of  each  evaluation.  It  in¬ 
cludes  both  Regular  and  Reserve  Marines,  and 
all  performance  evaluation  reports  (called 
"fitness  reports")  are  made  a  permanent 
and  important  part  of  each  Marine's  records. 

As  the  principle  record  of  a  Marine's  perfor¬ 
mance  and  conduct,  fitness  reports  are  vital 
in  determining  duty  assignments  and  in  selec¬ 
tion  for  promotion.! 

In  the  context  of  policy,  the  fitness  report  has  been 
duly  established  as  the  formal  and  official  means  of  evalu¬ 
ation  relative  to  the  performance  and  qualities  of  Marines. 

It  specifies  four  objectives  of  the  Performance  Evalu¬ 
ation  System: 2 

1.  The  first  and  focal  objective  is  the  improvement 
in  performance.  The  completion  of  the  fitness  report  is 
only  a  step  toward  that  goal.  This  central  objective  can 
only  be  achieved  by  coupling  the  fitness  report  with  coun¬ 
seling  and  coaching  to  determine  where,  and  how,  perfor¬ 
mance  should  be  improved. 

2.  The  second  objective  is  the  identification  of 
those  Marines  who  are  considered  qualified  for  advance¬ 
ment  by  virtue  of  their  leadership  potential  and  contin¬ 
uous  successful  performance  of  duty. 

5.  Another  objective  is  the  provision  of  assistance 
to  individual  Marines  in  identifying  those  performance 
and  character  attributes  which  require  improvement  before 
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they  can  be  considered  qualified  for  advancement. 

4.  Finally,  the  system  must  support  the  "career  pat¬ 
tern"  approach  to  personal  management  by:  "providing  the 
personnel  assignment  process  with  the  information  relating 
to  both  a  Marine's  suitability  for  certain  future  duty 
assi gnments . " ^ 

Fitness  reports  are  submitted  on  a  semiannual  basis 

for  officer  and  senior  enlisted  Marines.  Additional  reports 

are  necessitated  when  the  individual  being  reported  on  is 

transferred  or  the  reporting  senior  is,  and  on  various  other 

occasions, allowable  by  current  directives.  On  an  average, 

Marine  Corps  personnel  on  active  duty  are  averaging  3.5 

fitness  reports  a  year.  The  number  of  reports  between  ranks 

vary.  Indeed, the  boards  may  look  at  performance  from  the 

last  two  or  more  ranks  for  a  specified  period  of  years. 

Male  officers  of  the  Marine  Corps  and  the 
Marine  Corps  reserve  on  active  duty  with  the 
regular  establishment  are  eligible  for  consid¬ 
eration  for  promotion  by  a  selection  board... 
in  grade  as  indicated:  Brigadier  Generals  and 
Colonels  (3),  Lieutenant  Colonels  (5),  Majors 
and  Captains  (4),  First  Lieutenants  (2). 4 

Additionally , the  fact  that  most  selection  boards  review 

the  entire  career  performance  records  creates  a  time 

demand.  It  is  difficult  to  get  around  for  it  is  the  basis 

for  determining  the  evaluation  of  the  best  qualified  for 
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promotion.  A  colonel  with  30  years  of  service  could  be 
expected  to  have  105  fitness  reports--a  rather  detailed 
and  historical  compiliation  of  performance,  and  a  real 
task  for  a  selection  board  member. 

The  fitness  report  is  the  key  document  within  the 
selection  system.  It  provides  the  means  for  capturing 
reporting  seniors'  impressions  of  the  Marine  reported  on. 

j 

Those  impressions,  formed  for  the  most  part  from  daily 
work  practices,  may  be  based  on  training  or  operational 
record/reports,  mental  recall,  personal  observation,  and 
correspondence  related  to  the  Marine's  duty  performance. 

The  essence  of  capturing  the  impressions  of  perfor¬ 
mance  is  systematic  and  guided  by  a  comprehensive  fitness 
report  form  that  requires  both  objective  and  subjective 
information.  Since  1972,  the  form  provides  for  automation, 
wherein  most  of  the  objective  markings  are  optically  scanned 
and  reatined  in  digital  form  for  use  with  the  Automated 
Fitness  Report  System  (APRS)  (see  Appendix  1). 

The  fitness  report  form,  officially  titled  "USMC  Fit¬ 
ness  Report  (1610) "  is  preprinted  and  composed  of  three 
distinct  sections.  Each  of  these  sections  will  be  reviewed 
in  detail  in  as  much  as  the  use  or  misuse  of  them  determines 
the  selection  board's  current  capabilities  or  limitations. 

Figure  1  is  an  example  of  the  form  1610  fitness  report 
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currently  in  use  within  the  Marine  Corps. 

Section  "A"  Administration  of  the  fitness  report  iden¬ 
tifies  the  Marine  reported  on,  provides  for  information  on 
the  assignment  held,  occasion  for  the  report,  and  the  period 
covered.  Additionally,  the  Marine  being  reported  on  must 
specify  duty  preferences  for  future  assignments.  The  admin¬ 
istrative  section  provides  vital  orientation  information 
relative  to  the  Marine.  The  Social  Security  number  keys 
the  fitness  report  for  both  the  manual  and  automated  systems 

Section  "B"  Performance/Qualities  consists  of  5  inde¬ 
pendent  types  of  evaluation  of  28  distinct  factors  and 
provides  a  comprehensive  assessment  matrix  for  capturing 
and  expressing  objective  impressions.  It  provides  for  an 
"arraying"  of  objective  evaluation  factors  designed  to 
identify  strengths  and  weaknesses  of  performance  and  lead¬ 
ership,  personal  qualities,  the  general  value  of  the  Marine 
to  the  military  service,  the  relative  standing  of  those  of 
the  same  grade  marked  by  the  same  reporting  senior,  and 
to  answer  a  judgemental  question  relative  to  the  reporting 
senior’s  desire  to  have  the  person  during  conditions  of 
war  or  stress  conditions. 

Section  "B”  provides  a  wealth  of  information, objective 
nature;  observances  which  are  rather  finite  and  highly 
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measurable.  All  told,  there  are  8  factors  within  this 
section  for  evaluating  the  person  reported  on.  Each  spe¬ 
cific  factor  has  a  variety  of  possible  responses  for  grad¬ 
ing  or  evaluative  discrimination.  The  major  groups  within 
this  section  are: 

•  PERFORMANCE  (Block  a-q) 

•  QUALITY  (Block  14  a-n) 

•  GENERAL  VALUE  TO  THE  SERVICE  (Block  15  a) 

•  DISTRIBUTION  OF  MARKS  (Block  15  b) 

•  DESIRABILITY  FOR  SERVICE  IN  TIME  OF  WAR  (Block  16) 

•  ILLUMINATING  REPORTS /COMMENDATORY /ADVERSE/DISCIPLINARY 
(Block  17) 

•  FREQUENCY  OF  OBSERVATION  (Block  18) 

•  QUALIFICATION  FOR  PROMOTION  (Block  19) 

•  RECOMMENDATION  FOR  NEXT  DUTY  ASSIGNMENT  (Block  20) 

The  initial  four  areas  are  subdivided  into  various 

discriminating  levels  that  when  aggregated  and  tabulated, 
provide  comprehensive  and  illuminating  information  rela¬ 
tive  to  the  performance  and  personal  traits  of  the  Marine 
reported  on. 

By  policy,  the  areas  of  performance  and  qualities, 
value,  distribution,  and  desirablility  are  not  weighed,  and 
the  current  directives  do  not  give  reporting  seniors 
guidelines  that  could  be  construed  as  identifying 
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one  particular  area  of  greater  importance  than  another. 

That  is,  "Regular  Duties"  (13  a)  apparently  carries  the 
same  weight  and  value  as  does  "Appearance"  (14  b).  It 
is  therefore  assumed  that  the  reporting  seniors  agonize 
over  each  and  every  specific  evaluation  factor,  treating 
each  equally.  The  information  on  an  individual  Marine 
covered  by  Section  "B"  is  revealing  and  considered  abso¬ 
lutely  essential  for  evaluation  of  the  "Whole  Person" 
that  is  required  by  the  current  directives.  Let  us  take 
a  detailed  look  at  each  of  these  areas. 

PERFORMANCE  -  (13  a-q) 

•  Regular  Duties  -  primary  job  related 

•  Additional  Duties  -  secondary  or 

supplemental 

•  Handling  Officers  -  where  applicable 

•  Tactical  Handling  of  Troops  -  where 
applicable  (for  Navy  Aviators,  whose  pri¬ 
mary  duties  are  flying  in  a  squadron, 
this  item  will  be  used  to  evaluate  fly¬ 
ing  leadership  qualification.) 

Each  of  the  above  factors  are  evaluated  on  a  scale 
ranging  from  "Not  Observed"  to  "Outstanding. "  Abbreviations 
are  shown  in  marking  boxes. 

1  no)  NOT  OBSERVED  (Insufficient  opportunity  to  evaluate) 
UN  UNSATISFACTORY  (Unacceptable  performance) 
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BELOW  AVERAGE  (Below  the  generally  accepted  standard) 
AVERAGE  (Qualified  to  degree  seldom  achieved  by 
others  of  grade) 

EXCELLENT  (One  of  the  clearly  superior  individuals 
of  his  grade  known  to  the  reporting 


senior) 


The  layout  under  the  "PERFORMANCE"  category  would  look 
like  the  below: 


The  factors  listed  under  "performance"  are  job  related 
and  do  not  reflect  or  emanate  from  personal  traits,  qualities 
or  characteristics.  The  question  answered  is  how  has  this 
individual  performed  in  his  primary,  regular  duty  assignment 
during  the  specific  period  of  time  covered  by  this  report? 

The  same  question  is  asked  concerning  additional  duties,  han¬ 
dling  of  officers, and  tactical  handling  of  troops  as  appli¬ 
cable  to  the  situation.  A  straightforward  measurement  can 
therefore  be  applied  to  the  "performance"  of  the  individual 
reported  on  by  this  report.  Recurring  reports  for  the  same 
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job  assignment  by  the  same  or  different  reporting  seniors 
thereby  establishes  a  discernable  performance  pattern  for 
this  particular  person.  Over  time,  numerous  different  jobs, 
different  seniors  and  increasing  responsibilities,  sufficient 
information  is  obtained  for  discrimination  purposes  of  officers 
of  the  same  grade  with  complementary  but  also  varying  jobs. 

The  subjective  logic  would  seem  to  indicate  that  the  degree 
of  difficulty  embodied  in  different  jobs  be  addressed, 
and  the  reporting  senior  be  identified  for  his  consistency 
or  inconsistency  in  marking.  "Performance, "as  but  one  of 
several  measurable  categories  on  the  fitness  report, perhaps 
can  be  identified  as  the  "keystone"  to  Section  "B,"but  only 
to  the  extent  that  it  requires  all  of  the  other  areas  of 
Section  "B"  and  Section  "C"  in  order  to  fully  describe  the 
entire  capability  of  the  person  reported  on. 

"QUALITIES  -  The  14  factors  (14a-14n)  describe  personal 
and  professional  traits  and  characteristics  of  the  Marine 
as  an  individual  during  the  period  covered  by  the  report. 

ENDURANCE  -  (physical  and  mental  ability  for  carrying 
on  under  fatiquing  conditions) 

PERSONAL  APPEARANCE  -  (The  trait  of  habitually  appear¬ 
ing  neat,  smart,  and  well-groomed  in  uniform  of  civilian 
attire  and  maintaining  the  height-weight  ratio  prescribed 
in  current  directives) 
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MILITARY  PRESENCE  -  (The  quality  of  maintaining  appro- 
priate  dignity  and  soldierly  bearing) 

ATTENTION  TO  DUTY  -  (Industry;  the  trait  of  working 
thoroughly  and  conscientiously) 

COOPERATION  -  (The  faculty  of  working  in  harmony  with 
others , military  and  civilian) 

INITIATIVE  -  (The  trait  of  taking  necessary  or  appro¬ 
priate  action  on  own  responsibility) 

JUDGEMENT  -  (The  ability  to  think  clearly  and  arrive 
at  logical  conclusions) 

PRESENCE  OF  MIND  -  (The  ability  to  think  and  act  promptly 
and  effectively  in  an  unexpected  emergency  or  under  great  strain) 
FORCE  -  (The  faculty  of  carrying  out  with  energy  and 
resolution  that  which  is  believed  to  be  reasonable,  right, 
or  duty) 

LEADERSHIP  -  (The  capacity  to  direct,  control,  and  in¬ 
fluence  others  and  still  maintain  high  morale)  This  trait 
should  be  evaluated  in  terms  of  staff  as  well  as  command  re¬ 
sponsibilities.  The  capacity  to  direct,  control,  and  influence 
staff  actions  is  as  indicative  of  a  Marine's  leadership  ability 
as  is  performance  in  a  command  or  decisionmaking  position.  In 
addition,  the  ability  to  effectively  communicate  decisions, 
recommendations , and  directions  either  verbally  or  in  writing, 


or  both,  should  be  considered. 


LOYALTY  -  (The  quality  of  rendering  faithful  and  will¬ 
ing  service,  and  unswerving  allegiance  under  any  and  all 
circumstances ) 

PERSONAL  RELATIONS  -  (Faculty  for  establishing  and 
maintaining  cordial  relations  with  military  and  civilian 
associates ) 

ECONOMY  OF  MANAGEMENT  -  (Effective  utilization  of 
personnel,  money,  and  material  resources).  This  trait  re¬ 
flects  the  ability  of  the  individual  to  efficiently  and 
economically  organize  available  resources  within  fiscal 
and  manpower  limitations. 

GROWTH  POTENTIAL  -  (The  capacity  for  professional  de¬ 
velopment  and  assignment  to  increasingly  demanding  duties) "5 

Each  of  the  above  areas  are  arrayed  and  marked  in  the 
identical  fashion  to  that  of  "Performance."  The  fourteen 
quality  indicators  provide  for  a  complete  and  objective 
definition  of  the  officer  or  enlisted  Marine  reported  on. 

It  is  important  to  note  that  the  qualities  pertain  to  per¬ 
sonal  or  individual  qualities  and  not  to  job  performance 
within  the  context  that  "Performance"  does.  Qualities 
relate  to  the  individual  makeup,  the  traits  that  are  des¬ 
criptive  of  the  individual.  Significantly,  the  question 
of  ranking  or  prioritizing  the  quality  indicators  is  a 
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genuine  inquiry  as  to  whether  "Leadership"  (14  j)  is  more 
important  than  "Personal  Relations"  (14  1),  that  "Growth 
Potential"  (14  n)  is  more  important  than  "Personal  Appear¬ 
ance"  (14  b)  and  therefore  should  be  weighed. 

By  current  directives,  each  block  of  Section  "B"  has 
equal  weight  and  thus  it  would  be  necessary  to  aggregate  all 
7  factors  of  "Performance"  as  well  as  the  14  factors  of 
"Quality"  to  include  the  other  blocks  (15-21)  contained  within 
the  section.  A  good  argument  is  made  that  all  blocks  of  the 
fitness  report  which  are  important  markings  for  the  reporting 
senior  should  also  be  important  to  selection  boards  for  the 
complete  picture,  the  evaluation  of  the  complete  Marine.  It 
should  also  be  noted  that  the  spread  of  markings,  i.e.,  from 
"Not  Observed"  through  "Outstanding"  (as  shown  on  page  ) 
are  used  for  the  14  factors. 

Objective  markings  of  the  14  factors  of  Section  "B," 
constituting  performance  and  qualities  over  a  specified  per¬ 
iod  of  time,  provide  for  a  clear,  discernable  perspective  of 
a  Marine's  personal  abilities  to  perform  in  a  specified  assign¬ 
ment,  and  the  highlighting  of  personal  qualities  that  describe 
the  Marine's  current  personal  traits  and  projected  growth. 

The  assumed  practice  of  reporting  seniors  marking  and 
submitting  inflated  reports  is  sometimes  used  as  an  argument 
relative  to  the  value  of  Section  "B."  The  argument 
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cites  an  inability  to  finitely  discriminate  between  Marines 
in  the  vital  area  of  performance  and  qualities.  As  a  matter 
of  emphasis,  that  is  not  the  case.  Section  "B"  provides 
for  precise  and  detailed  discrimination  on  the  current  fitness 
report.  Whether  it  can  be  used  manually  and  without  a  value 
assessment  or  weighing  mechanism  is  the  pertinent  question. 
Additionally,  there  appears  to  be  an  increased  effort  in  des¬ 
cribing  and  amplifying  the  markings  of  Section  "B":  within 
the  written  section  "C . "  To  that  point.  Section  "C"  has 
become  important  beyond  its  originally  intended  purpose  in 
the  performance  appraisal  system — primarily  due  to  the  lack 
of  a  good  concept  and  workable  means  of  aggregating  and 
tabulating  the  marking  factors  of  Section"B." 

Another  area  of  Section  ”B"  provides  for  the  "Estimate 
of  the  Marine's  General  Value  to  the  Service."  This  factor 
provides  for  a  judgement  that  is  in  addition  to,  not  necessarily 
derived  from,  the  "Performance"  and  "Quality"  factors.  The 
marking  in  item  15a  illustrated  below,  is  as  an  independent 
judgement  and  not  a  summary  of  marks  or  averages  of  "Perfor¬ 
mance"  and  "Quality."  Realistically,  general  value  must  exist 
as  an  extrapolation  of  the  preceeding  factors  into  the  marking 
judgements. 


FIGURE  2.  ESTIMATE  OF  GENERAL  VALUES  AND  DISTRIBUTION 


15a.  Your  estimate  of  the  Marine's  "General  Value  to  the  Service" 


0  0  0  0  0  0  0 


EX 

L-0 


os 


15b.  Distribution  of  Marks  for  all  Marines  of  this  grade: 

0  0  0  0  U  U  U  0  0  Li 


*  Total  of  8  persons  marked  by  reporting  senior 


The  rendering  of  a  judgement  relative  to 'General  Value 
to  the  Service" for  even  short  periods  provides  for  a  snapshot 
in  relation  to  the  overall  rating  of  the  fitness  report, which 
over  time  forms  a  credible  composite  of  "worth"  to  the  Marine 
Corps.  The  unusally  wide  spread  of  possible  markings  provides 
an  increased  basis  for  detailed  discrimination  relative  to 
"General  Value."  The  increased  spread  ideally  should  provide 
for  easy  quantification  and  also  an  increased  measure  of  dis¬ 
crimination  between  record.  When  combined  with  the  21  marking 
factors  of  "Performance"  and  "Quality,"  the  "General  Value" 
marking  becomes  increasingly  significant  as  a  part  of  the 
overall  evaluation  of  the  Marine. 
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A  relatively  new  innovation  for  relating  a  Marine's 
performance  to  contemporaries  of  the  same  grade  and  marked 
by  the  same  reporting  senior  results  from  block  15a  of  the 
fitness  report,  marked  in  15b.  Its  purpose  is  to  relate 
the  value  marking  of  a  Marine  in  order  to  relfect  the 
spread  of  marking  of  contempories  during  the  same  reporting 
period.  As  such,  a  reviewing  officer  and  selection  board, 
from  a  review  of  this  block,  would  derive  a  relative  stand¬ 
ing  of  competition  with  contemporaries  marked  by  the  same 
reporting  senior.  Conceptually,  the  relative  numbers  of 
officers  or  senior  enlisted  marked  above,  with  and  below 
the  person  reported  on  carries  with  it  an  indication  of 
how  the  person  competes  with  contemporaries.  This  type 
of  a  distribution  process  and  competitive  arraying  is 
commonly  referred  to  as  "Truth  Tellers." 

The  "Truth  Teller"  lives  amid  controversy  because 
many  Marines  perceive  the  arraying  as  not  being  credible, 
since  it  is  not  necessarily  indicative  nor  a  true  measure 
of  the  person  or  their  ability  to  compete  with  contempor¬ 
aries.  Whereas  "Performance,"  "Quality,"  and  "General 
Value  to  the  Service"  reflects  directly  on  the  person's 
ability  to  do  the  given  job,  his  personal  traits  and 
characteristics.  A  judgemental  view  of  the 
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of  the  individual  to  the  service,  the  "Truth 
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Teller"  distribution  is  almost  totally  dependent  on  the 
luck  of  the  draw.  The  individual  has  little  to  say  about 
’  the  number  of  contemporaries  that  he  is  competing  against 
or  the  relative  equality  of  the  group  he  might  be 
marked  with.  Additionally,  a  vast  number  of  Marines  are 
consistently  sent  to  jobs  where  there  are  no  other  Marines 
of  the  same  grade.  Therefore,  it  is  not  uncommon  to  find 
an  increasing  number  of  perceived  top  performers  that  do 
not  compete  directly  with  Marines  of  the  same  grade  with 
a  common  reporting  senior. 

Perhaps  the  significance  of  the  "Truth  Teller"  should 
be  determined  by  its  use  by  selection  boards,  and  the  rela¬ 
tive  merit  of  the  factor  as  it  relates  to  the  ultimate 
decision  to  either  promote  or  fail  a  Marine,  the  weight 
that  is  assigned  when  considering  the  overall  abilities, 
qualities  and  potential  of  an  individual,  and  the  unique¬ 
ness  of  quantifying  only  this  by-product  of  the  fitness 
report . 

Currently,  the  "Truth  Teller"  is  the  only  factor  that 
appears  to  be  quantified  by  most  selection  boards  convened 
at  Headquarters  Marine  Corps.  Therefore,  since  it  is 
quantified,  the  relative  number  translated  to  a  percentile 
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carries  with  it  a  significance  that  is  apparently  important 
to  selection  boards.  This  in  itself  points  to  the  possibil¬ 
ity  that  the  "Truth  Teller,"  because  it  can  be  quantified 
easily,  has  also  assumed  an  importance  well  beyond  that 
originally  intended;  indeed  an  importance  that  could  be  con¬ 
sidered  detrimental  to  the  selection  process  itself  if  it 
is  used  as  the  driving  performance  indicator  .  Although  most 
boards  are  using  the  "Truth  Teller"  as  a  major  element  of 
the  selection  process,  a  written  policy  apparently  does 
not  exist  ;  an  interesting  legalistic  question  on  the  valid¬ 
ity  of  selection. 

The  below  formula  was  derived  from  forms  currently  in 
use  by  selection  boards  (see  Appendix  4) .  As  a  means  for 
identifying  relative  percentile  standings,  the  computation 
is  made  from  this  formula: 

B  (Below)  +  W  (With) _  X  100  =  Percentile 

B  (below)  +  2W  (with)  +  A  (above) 

For  the  most  part,  the  formula  is  not  applied  against 
a  single  report, but  over  several  reports  in  order  to  estab¬ 
lish  a  relative  standing,  trend  and  percentile.  Since  the 
"Truth  Teller"  has  limited  direct  relevance  to  the  fitness 
report  markings  of  performance,  qualities  and  general  value, 
its  use  must  be  carefully  weighed  and  every  effort  made  to 
place  the  derived  percentile  within  the  context  of  the 
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"total"  person  being  reported  on.  It  is  possible  with  the 
formula  for  a  person  to  have  exceptional  overall  Section 
"B"  markings  while  at  the  same  time  have  relatively  low 
"Truth  Tellers."  What  those  low  percentiles  would  mean  in 
relation  to  an  otherwise  tiptop  record  should  be  of  great 
concern  by  all  of  the  selection  boards. 

Interestingly  enough,  the  spread  of  markings  do  not 
consider  the  block  identified  under  "General  Value  to  the 
Service."  Therefore,  a  mix  of  B+W+A  could  occur  just  as 
easily  at  the  average  mark  or  even  lower  marks  without  the 
relevance  of  the  block  and  "below"  and  "above"  being  correctly 
indicated.  That  is  to  say  that  the  "Truth  Teller"  formula 
does  not  consider  the  location  of  the  principal  mark,  i.e. 
that  of  the  person  being  marked  in  the  quantification. 

When  a  Marine  is  the  only  one  of  his  rank  being  graded 
or  reviewed  by  a  reporting  senior,  then  the  report  is  referred 
to  as  a  "One-on-One. "  This  condition  thereby  provides  a 
modifier  condition  to  the  meaning  of  the  "Truth  Teller"  in 
relation  to  the  person  marked.  It  is  not  unusual  for  a  Marine 
to  have  top  performance  and  quality  markings,  and  a  relatively 
low  "Truth  Teller"  percentile  with  a  high  percentage  of  "One- 
on-One"  reports.  Inconsistencies  occur  when  the  person  being 
reviewed  has  relatively  few  markings  as  a  result  of  special 
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jobs,  certain  occupational  specialities,  and  those  assign¬ 
ments  wherein  a  large  preponderance  on  "One-on-One"  reports 
are  necessitated.  Over  time,  numerous  One-on-One's  appear 
to  offset  either  high  or  low  truth  tellers.  The  credibility 
of  the  "Truth  Teller"is  not  overly  high  and  its  use  as  prin¬ 
ciple  gauge  of  per formance , or  even  relative  standing , must 
be  closely  and  carefully  examined  in  light  of  the  evaluation 
of  the  "whole  person." 

The  evaluation  area,  Fig.  3,  states  that  with  my  know¬ 
ledge  and  impression  of  this  Marine,  "I  (particularly  desire) 
to  have  him  under  my  command  under  the  requirements  or  mental 
stress  of  war."  As  worded,  this  block  has  little  relevance 
to  "Performance,"  but  it  may  be  strong  in  relevance  to  the 
personal  qualities  and  traits  of  the  Marine  reported  on. 

It  is  an  illuminator,  however,  and  a  part  of  the  overall 
pattern  in  developing  a  full  description  of  the  person  report¬ 
ed  on.  In  the  past,  it  has  been  perceived  that  a  marking  in 
any  category  other  than  "Particularity  Desire"  would  be  tant¬ 
amount  to  the  proverbial  "Kiss  of  Death."  As  such,  this  area 
does  not  provide  much  assistance  in  discriminating  between 
Marines.  Without  question,  in  some  cases,  it  tends  to  obviate 
the  preceeding  detailed  evaluation  areas  of  "Performance" 
and  "Qualities,"  "General  Value  to  the  Service"  and  the 
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"Distribution"  or ‘Truth  Teller"  markings.  This  is  possibly 
a  weak  area  in  the  fitness  report  itself,  from  the  viewpoint 
that  it  is  so  restrictive  it  tends  to  evoke  the  "pass" 
or  "fail"  situation.  Also,  the  section  does  not  provide 
for  a  means  of  qualification  or  illumination  except  for  ver¬ 
bal  comments  that  may  or  may  not  be  included  in  Section  "C." 

FIGURE  3.  PREFERENCE  FOR  COMBAT,  SOURCE:  FITNESS  REPORT (Form  1610) 

16.  "Considering  the  Requirements  of  Service  on  War, 
indicate  your  attitude  toward  having  this  Marine 
under  your  command." 


Not  Prefer  Be  Be  Particularly 

Observed  Not  Willing  Glad  Desire 


Block  17  provides  amplifying  information  as  to  whether 
commendatory,  adverse,  or  disciplinary  reports  have  been 
submitted  during  the  period  of  the  report.  If  such  reports 


have  been  submitted, 
elude  same  with  th< 
obviously  add  to 
Marine  concerned. 


eporting  senior  is  obliged  to  in- 


eport.  Commendatory  reports 
erformance  pattern  of  the 
disciplinary  action  reports 
also  provide  for  balancing  of  "Performance"  and  "Qualities" 
in  relation  to  the  "General  Value  to  the  Service." 

Block  18  simply  indicates  whether  the  fitness  report 
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markings  or  entries  that  require  explanation  should  be  ad¬ 
dressed  in  Section  "C." 


L 


In  the  past,  is  has  been  common  practice  for  reporting 
seniors  to  amplify  the  Marine's  performance  by  appending 
several  handwritten  pages.  Such  amplification  has  led  to 
increased  usage  and  reliance  on  the  written  comments  of  the 
section  at  the  expense  of  the  use  of  objective  markings  of 
Section  "B."  A  recent  decision  and  directive  from  Head¬ 
quarters  Marine  Corps  will  help  alleviate  this  problem  by 
requiring  that  Section  "C's"  be  typed,  and  recommend¬ 
ing  that  the  additional  remarks  be  kept  within  the  space 
allocated  on  the  fitness  report.  Additional  pages  can  be 
included  but  they  are  discouraged.  This  restrictive  effort 
places  increased  pressures  on  the  promotion  process  to  de¬ 
fine  a  more  meaningful,  workable,  total  system  that  utilizes 
all  of  the  fitness  report  markings. 

A  key  element  of  the  Marine  Corps  fitness  report  system 

is  the  role  of  ng  officer.  "His  principle 

role  is  that  of  f  ferent  and  more  experienced 

perspective  reporting  senior  in  scrutinizing 


completed  fitness  rep6/ts  prepared  by  subordinate  reporting 
seniors  .  The  reviewing  officer  brings  a  degree  of  consistency 
and  overall  quality  control  into  the  performance  evaluation 
cycle. " 7 
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Simplistically  this  occurs  by  a  reviewing  officer  con¬ 


i 


currence  or  disagreement  with  the  fitness  report  markings 
of  the  reporting  senior.  Remarks  can  amplify  and  add  cre¬ 
dence  and  weight  to  a  Marine's  performance  or  the  remarks 
can  take  exception  to  the  marginal  marks  in  either  direction, 
high  or  low  markings,  if  so  desired.  These  remarks  provide 
a  necessary  ballast,  a  balance  within  the  overall  fitness 
report  and  Performance  Evaluation  System. 


Evaluation 


The  USMC  Fitness  Report  (Form  1610) ,  as  a  key  element 
to  the  overall  Marine  Corps  Performance  Evaluation  System, 
is  a  unique  document.  It  is  a  good  document  for  the  purpose 
intended;  it  provides  almost  30  areas  for  evaluation  of  a 
Marine.  The  judgemental  areas  are  fully  capable  of  provid¬ 
ing  a  complete  analysis  of  a  Marine  in  the  areas  of  perfor¬ 
mance,  qualities,  value  to  the  service  and  other  descriptors. 


Principal  ones  include 


Subjective 


< 


Qualities  ; 

.•***•*» 


General  to  the  Service 

Distribution  of  Peer  Markings 
Preference  for  Service  in  War 
Section  "C"  Character  Comments 
Reviewing  Officer's  Comment 
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Amplifying  and  Supportive: 


CHAPTER  III 


, ,,  i. 

UNIQUE  ASPECTS  OF  THE  SELECTION  PROCESS 


Selection  Board  Process 

The  Marine  Corps  selection  board  process  is  the  system 
whereby  the  best  qualified  officers  and  senior  enlisted  are 
recommended  for  subsequent  promotion  to  higher  rank.  It  is 
a  vital  system  for  the  maintenance  of  the  Marine  Corps  as  a 
viable,  highly  regarded  and  prepared  military  sevice,  as  well  as 
for  the  morale  and  confidence  of  the  individual  Marine.  It 
is  a  system  of  high  visibility,  yet  it  is  not  clearly  de¬ 
fined  as  to  procedural  aspects,  and  criteria  used.  Indeed, 
there  appears  to  be  no  discernable  standard  stated  as  a 
matter  of  policy. 

The  promotion  process  appears  to  evoke  considerable 
emotion,  discussion  and  even  apathy  for  some,  in  the  belief 
that  someone  knows  how  it  works  and  that  the  "system  takes 
care  of  itself."  Incongruous  as  it  may  be,  many  Marines 
who  know  every  technida J  de'tail  on  aircraft  systems  or 
tanks,  who  can  describe  flight  envelopes,  structural  dynamics, 
weapons  capabi litiea  and  characteristics ,  are  nevertheless  hard- 
pressed  to  describe  the  promotion  system  or  a  selection  board.lt  is 
is  very  difficult  for  them  to  visualize  how  their  "outstand¬ 
ing  record"  compares  in  competition  with  their  peers. 
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They  cannot  articulate  the  "standard"  by  which  they  will  be 
judged  for  that  next  promotion. 

The  aftermath  of  a  selection  process  can  produce  queru- 

| 

lous  observations  in  that  many  are  dismayed  by  the  non¬ 
selection  of  persons  they  know  as  top  performers.  There  is 
a  tendency  to  question  the  comparative  performance  of  others 

that  were  selected.  Total  agreement  cannot  be  expected  with  ^ 

any  group  as  to  those  who  should  have  been  selected.  Marines 
appear  to  perceive  a  set  of  personal  values  and  interpret 
them  as  the  Marine  "standard"--obviously  leading  to  differ¬ 
ing  perspectives.  Yet,  selection  boards  must  choose  by 
majority  vote.  The  fact  that  selection  boards  select  and 
recommend  successfully  certainly  suggests  that  the  boards 
can  identify  and  aggregate  a  " standard"--at  least  for  that 
board  and  that  population,  in  the  zone  at  that  time. 

Annually,  20%  of  the  Marines  Corps  officer  corps  compete 
for  possible  selection  and.-  subsequent  promotion  to  a  higher 
rank.  Selection  boards,  convened  at  Headquarters  Marine 
Corps,  are  in  session  most  of  the  time  during  a  year.  During 
1979,  some  21  boards  will  be  convened  to  recommend  active 
duty  and  reserve  personnel  for  promotion  from  staff  sergeant 
through  major  general.  Five  additional  boards  will  meet  for 

top  level  and  intermediate  level  schools'  scholarship  selections,  * 

and  formal  schools; 
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Several  hundred  board  members  of  all  senior  ranks  will 
converge  on  Washington,  D.C.  to  participate  in  the  selection 
process.  The  members  will  work  long,  arduous  hours  for  an 
estimated  aggregate  of  700  meeting  days.  In  order  to  meet 
such  a  schedule  some  are  in  session  simultaneously.  Every 
board  is  autonomous  and  assumes  its  own  unique  character. 

Board  member  travel  and  transportation  costs  alone  are 
estimated  at  $293,000.  During  1978  over  5,000  officers 
and  7,071  senior  enlisted  members  were  selected  for  promo¬ 
tion.  The  press  of  business  is  constant  and  demanding  for 
all  associated  with  a  selection  board;  the  results  effect 
all  Marines. 

Efforts  to  articulate  the  detailed  procedures  and  stan¬ 
dards  of  criteria  used  by  boards  have  not  been  markedly 
successful  due  to  numerous  factors,  not  the  least  of  which 
is  the  evolutionary  nature  of  the  process.  How  can  a  career 
force  maintain  faith  in  a  system  so  vital  to  the  personal 
welfare  of  every  Marine , without  understanding  more  about  the 
selection  system? 

Are  retention  problems  related  directly  or  indirectly 
to  the  lack  of  understanding  of  the  promotion  system?  From 
our  analysis,  it  is  clear  that  the  general  policy  guidelines 
provide  for  maximum  board  flexibility.  At  the  same  time, 
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there  appears  to  be  a  void,  a  mystique  about  the  promotion 
system,  how  it  works,  and  the  criteria  used.  Additionally, 
questions  arise  relative  to  source  documents,  how  fitness 
reports  are  used,  how  comparisons  are  made  between  records. 

What  is  the  impact  of  having  a  command,  a  Joint  Staff  tour, 
a  top  level  school?  What  part  does  demographic  data  such 
as  education,  age,  etc.  play  in  Marine  Corps  One-on-One 
fitness  reports , and  how  important  is  the  "Truth  Teller?" 

These  are  but  a  few  of  the  responses  from  officers  interviewed 
on  the  subject  of  selection  boards.  The  responses  indicate  the 
lack  of  understanding  of  the  single  most  important  aspect  of 
the  Marine — the  future. 

This  chapter  will  look  at  the  written  policy  relative 
to  selection  boards,  their  authority  and  basis  thereof, 
and  the  current  selection  board  process.  For  the  purpose 
of  this  report,  the  process  will  concentrate  on  active  duty 
officers . 

Authority  for  USMC  Selection  Boards 

The  basic  authority  for  the  evaluation,  selection  and 
promotion  of  Marine  Corps  officers  is  contained  in  the  statutes 
of  the  United  States  as  codified  in  Title  10  USC .  The  Secre¬ 
tary  of  the  Navy  is  specifically  charged  with  implementing 
the  provisions  of  law  for  the  promotion  of  an  officer  of  the 
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Naval  Service.  Generally,  the  law  provides  that  "promotion 
to  the  grade  of  captain  through  major  general  inclusive, 
may  be  made  only  upon  approved  recommendation  of  a  selection 

board. "2 

The  promotion  Manual  states  that: 

1.  "Selection  boards  are  convened  annually  by  the 
Secretary  of  the  Navy  to  recommend  officers  for  promotion. 

2.  An  officer  in  any  grade  who  becomes  eligible  for 
consideration  for  promotion  shall,  regardless  of  failure 

or  failures  of  selection  for  such  promotion,  remain  so  elig¬ 
ible  while  on  the  active  list  of  the  Marine  Corps  or  maintains 
an  active  status  with  the  Marine  Corps  Reserve. 

3.  An  officer  eligible  for  consideration  by  a  selection 
board  has  the  right  to  forward  a  communication  inviting  atten¬ 
tion  to  matter  of  record  deemed  important  in  the  consideration 
of  that  officer's  case.  Such  communication  shall  be  forwarded 
through  offical  channels  to  the  Commandant  of  the  Marine  Corps 
(Code  MMPR-1)  and  shall  not  criticize  any  officer  or  contain 
any  reflection  upon  the  character,  conduct,  or  motive  of  any 
officer.  The  communication  of  an  officer  being  considered 

by  a  Regular  officer  board  must  arrive  not  later  than  10 
days  after  the  convening  date  of  the  board. 

4.  In  addition  to  recommending  officers  for  promotion. 
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a  regular  officer  selection  board  is  instructed  that  from 
among  those  officers  eligible  for  consideration,  it  shall 
report  the  name  of  each  officer  with  less  than  20  years  of 
service  whose  record,  in  the  opinion  of  the  board,  indicates 
unsatisfactory  performance  of  duty  in  present  grade,  and, 
in  the  opinion  of  the  board,  indicates  that  the  officer 
would  not  satisfactorily  perform  the  duties  of  a  higher 
grade . 

5.  In  each  grade  the  junior  officer  in  a  promotion 
zone  and  all  senior  officers  of  the  same  category  eligible 
for  consideration  shall,  if  not  selected  for  promotion,  be 
considered  as  having  failed  of  selection  for  promotion. 

No  officer  junior  to  the  junior  officer  in  a  promotion  zone 
is  ever  considered  as  having  failed  of  selection.  The  status 
of  having  once  failed  of  selection  for  promotion  shall  not 
be  considered  as  prejudicial  to  an  officer  with  respect  to 
his/her  qualifications,  his/her  fitness  for  naval  service, 
or  his/her  eligibility  for  selection  for  promotion  by  the 
next  succeeding  selection  board."® 

Male  officers  of  the  Marine  Corps  and  Marine  Corps 
Reserve  on  active  duty  with  the  Regular  Establishment  are 
eligible  for  consideration  for  promotion  by  a  selection 
board  in  the  fiscal  year  in  which  they  will  have  completed 


years  of  service  in  grade  as  indicated: 

1.  Brigadier  generals  and  colonels  (3),  lieutenant 
colonels  (5),  majors  and  captains  (4),  first  lieutenants 
(2)  . 

2.  Whenever  the  operation  of  the  section  of  law  rela¬ 
ting  to  service  in  grade  requirement  is  suspended,  eligi¬ 
bility  requirements  for  consideration  by  selection  boards 
shall  be  as  prescribed  by  the  Secretary  of  the  Navy. 

3.  Of  the  officers  in  any  grade  designated  for  limited 
duty  who  would  otherwise  be  eligible  for  consideration  for 
promotion,  by  reasons  of  having  completed  the  periods  of 
service  stated  above,  only  the  junior  officer  in  the  pro¬ 
motion  zone  of  officers  designated  for  limited  duty  and 

all  limited  duty  officers  senior  to  him  in  the  grade  con¬ 
cerned  shall  be  eligible  for  such  consideration. 

"Women  officers  of  the  Marine  Corps  and  the  Marine 
Corps  Reserve  on  active  duty  with  the  Regular  Establish¬ 
ment  in  the  grades  of  lieutenant  colonel,  major  and  captain 
become  eligible  for  consideration  by  a  selection  board  for 
promotion  to  the  next  higher  grade  in  the  fiscal  year  in 
which  they  will  have  completed  4  years  service  in  their 
grades,  computed  from  dates  of  rank.  Women  first  lieutenants 
shall  become  eligible  for  consideration  by  selection  boards 
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after  they  have  completed  such  period  of  service  in  grade 
as  the  Secretary  of  the  Navy  may  prescribe.  Women  officers 
shall  retain  such  eligibility  until  recommended  for  promotion 
in  the  approved  report  of  a  selection  board  or  until  separ¬ 
ated  from  the  active  list. 

Warrant  officers  shall  be  considered  for  permanent  pro¬ 
motion  to  the  next  higher  grade  sufficiently  in  advance  of 
the  date  on  which  they  will  have  completed  service  in  permanent 
regular  warrant  officer  grade  as  follows: 

Warrant  officer,  W-l,  3  years 
Chief  warrant  officer,  W-2,  6  years 
Chief  warrant  officer,  W-3,  6  years 
so  that  they  may  be  promoted  as  of  the  day  after  the  date 
on  which  they  will  complete  that  service.  They  may  be  tem¬ 
porarily  promot  1  at  earlier  dates  under  regulations  prescribed 

Q 

by  the  Secretary  of  the  Navy." 

Officers  on  active  duty  with  the  regular  establishment 
recommended  for  promotion  in  the  report  of  a  selection  board 
are  considered  for  promotion  upon  approval  of  the  report  by 
the  Secretary  of  the  Navy  and  the  President.  Names  are  placed 
on  a  promotion  list  in  the  grade  for  which  selected  in  the 
order  of  their  precedence  at  the  time  of  approval  of  such 
report  following  the  names  of  any  officers  selected  for 
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promotion  to  the  same  grade  in  an  earlier  approved  report. 

Promotions  are  made  from  those  officers  whose  names 
are  on  a  promotion  list  in  the  order  in  which  their  names 
appear.  Officers  become  eligible  for  promotion  as  vacancies 
occur  in  the  appropriate  grade  among  officers  of  the  same 
category . 

Certain  sections  of  law  provide  that  officer  promotions 
shall  be  governed  by  such  regulations  as  the  Secretary  of 
the  Navy  may  prescribe.  The  following  regulations  have  been 
prescribed  by  the  Secretary  of  the  Navy  for  the  administration 
of  appropriate  sections  of  law  relating  to  officer  promotions. 

Commissioned  officers  on  active  duty  with  the  Regular 
Establishment:  Qualification  for  promotion: 

•  "No  officer  in  the  grade  of  second  lieutenant  in  the 
Regular  Marine  Corps  shall  be  permanently  promoted  to  the 
grade  of  first  lieutenant  until  found  by  a  board  of  examining 
officers  convened  by  the  Secretary  of  the  Navy  to  be  mentally, 
morally  and  professionally  qualified  to  perform  all  the 
duties  to  which  the  officer  might  reasonably  be  expected  to 

be  assigned  in  the  grade  of  first  lieutenant. 

•  No  officer  shall  be  promoted  to  the  grade  of  captain, 
major,  lieutenant  colonel,  or  colonel,  until  found  by  a  board 
of  examining  officers  convened  by  the  Secretary  of  the  Navy 
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to  be  professionally  qualified  to  perform  all  the  duties  of 
the  grade  concerned  to  which  the  officer  might  reasonably 
be  expected  to  be  assigned,  or  until  found  by  a  selection 
board  empowered  by  the  Secretary  of  the  Navy  to  act  as  an 
examining  board  to  be  professionally  qualified  to  perform 
all  the  duties  of  the  grade  concerned  to  which  he/she  might 
reasonably  be  expected  to  be  assigned. 

•  The  case  of  an  officer  who  has  been  selected  for 
promotion  but  who  has  not  been  found  professionally  quali¬ 
fied  for  promotion  shall  be  referred  to  a  board  of  examining 
officers  convened  by  the  Secretary  of  the  Navy,  together  with 
the  officer's  official  records,  for  a  determination  as  to 
whether  he/she  is  or  is  not  professionally  qualified  for 
promotion.  In  any  case  in  which  an  officer's  official  re¬ 
cords  do  not  demonstrate  to  the  satisfaction  of  the  board 
the  he/she  is  qualified  for  promotion  as  prescribed  in 
subparagraphs  (1)  and  (2),  above,  the  officer  concerned 
shall  have  the  right  to  a  full  and  fair  hearing  before  the 
board  if  he/she  shall  demand  it.  The  record  of  proceedings 
of  the  board  in  any  case  in  which  the  board  finds  that  an 
officer  is  not  qualified  for  promotion  shall  be  forwarded 
to  the  Secretary  of  the  Navy,  via  the  Judge  Advocate  General 
of  the  Navy,  for  approval,  disapproval,  or  orders  in  the 
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case.  No  determination  that  an  officer  is  not  qualified 
for  promotion  as  prescribed  in  subparagraphs  (1)  and  (2), 
above,  shall  be  considered  final  until  after  hearing  pur¬ 
suant  to  this  paragraph,  or  waiver  thereof  that  the  officer 
concerned  is  not  so  qualified."^ 

Physical  Qualifications  for  Promotion: 

•  "No  officer  of  the  Regular  Marine  Corps  or  of  the 
Marine  Corps  Reserve  on  the  active  duty  may  be  promoted  to 
officer  grade  above  WO,  W-l  until,  as  reflected  by  his/her 
most  recent  physical  examination,  it  has  been  determined 
that  he/she  is  physically  qualified  for  promotion. 

•  The  foregoing  may  not  exclude  from  promotion  an 
officer  who  if  otherwise  eligible  is  determined  to  be  not 
physically  qualified  for  promotion  when  it  is  determined 
by  the  Chief  of  the  Bureau  of  Medicine  and  Surgery  that 
the  officer's  physical  disqualification  was  by  reason  of 
wounds  recr  d  in  the  line  of  duty  and  that  such  wounds 

do  not  incapacitate  the  officer  for  the  performance  of  use¬ 
ful  service  in  the  higher  grade. 

•  Officers  having  been  found  physically  qualified 
for  temporary  promotion  to  a  grade  pursuant  to  these  regu¬ 
lations  and  who  are  serving  in  that  grade  shall  not  again 
be  physically  examined  for  permanent  appointment  in  that 
grade . " *  1 


Final  selection  board  reports  are  submitted  in  writing 
to  the  Secretary  of  the  Navy,  via  the  Commandant  of  the 
Marine  Corps. 

The  Secretary  of  the  Navy  can  approve  the  report  of 
the  selection  board  or  may  remove  names  of  one  or  more  of 
the  officers  recommended  for  promotion.  If  the  latter  occurs, 
he  may  return  the  report  to  the  board  for  further  considera¬ 
tion  and  recommendation.  The  board  may  recommend  additional 
officers  for  promotion  in  numbers  equal  to  the  number  of 
names  removed. 


Having  established  the  importance  and  visibility  of 
the  selection  process  and  the  authority  and  parameters  of 
such  as  contained  in  Title  10,  higher  authorities  have  pro¬ 
vided  the  Marine  Corps  with  maximum  flexibility  for  con¬ 
vening  and  conducting  selection  boards. 

The  above  described  authority  for  the  conduct  of  pro¬ 
motion  boards  from  the  Secretary  of  the  Navy  enables  the 
Marine  Corps  to  schedule,  convene  boards,  and  recommend 
those  selected  for  subsequent  approval  by  the  Secretary 
of  the  Navy,  and  the  President. 


Organization  of  Selection  Boards 


Several  branches  and  Departments  at  Headquarters 
Marine  Corps  are  involved  in  the  selection  board  process. 


The  size  of  the  promotion  zone  for  a  given  group  is  provided 
by  the  Manpower  plans  and  Policy  Division  (MP)  of  the  Man¬ 
power  Department  and  is  provided  as  an  input  to  the  Promotion 
Branch  (MM) ,  Personnel  Management  Division  who  has  overall 
headquarters  cognizant  for  scheduling,  convening  and  report¬ 
ing  out  of  board  results.  The  officer  assignment  branch 
(MMOA)  and  the  enlisted  assignment  branch  (MMEA)  of  the  Per¬ 
sonnel  Manamement  Division  (MM)  provide  for  the  procurement 
of  the  requisite  board  members  from  representative  commands 
throughout  the  Marine  Corps. 

Selection  boards  meet  throughout  the  year,  and  in  some 
cases  overlap.  The  most  active  board  period  generally  occurs 
in  the  second  quarter  of  the  fiscal  year  with  the  convening 
of  general  officer  boards,  active  duty  Colonel  and  Lt  Colonel 
selection  boards.  Duration  of  a  board  varies  with  the  size 
of  the  zone  population.  In  FY1979,  the  large  GYSGT,  S/SGT 
and  LDO  selection  board  will  each  meet  for  about  63  board 
days.  By  comparison,  the  smaller  promotion  zones  to  the 
rank  of  Colonel,  Lt  Colonel  are  scheduled  for  21  days,  Major 
selection  boards  35  days.  Second  Captain  boards  28  days. 

From  a  personnel  standpoint,  officer  and  enlisted  boards 
are  organized  differently.  This  is  due  primarily  to  the 
selection  of  senior  enlisted  personnel  in  relation  to  the 
appropriated  allocations  within  occupational  fields.  For 
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purposes  here,  enlisted  selection  boards  will  generally 
have  18  members  while  active  duty  officer  selection  boards 
are  normally  composed  of  9  of ficers .including  the  President 
of  the  board. 

Board  members  and  the  President  of  the  board  are  named 
in  writing  at  an  appropriate  interval  prior  to  convening  of 
the  selection  board.  The  notification  basically  provides 
for  a  convening  date,  time  ,  and  for  identification  of  travel 
appropriation  data.  For  a  majority  of  the  board  members, 
participation  in  a  headquarters  selection  board  is  a  new 
experience;  a  key  consideration  relative  to  board  procedures. 
The  Precept 

The  key  initiating  document  for  a  selection  board  is 
the  "Precept."  The  precept  is  provided  under  the  signature 
of  the  Secretary  of  the  Navy,  addressed  to  the  designated 
President  of  the  selection  board.  This  document  provides 
for  the  following: 

•  Convenes  a  board  for  selection  purposes  and  a  naval 
examining  board  to  examine  those  officers  recommended  for 
promotion . 

•  Names  the  President  of  the  board  and  additional 
members . 

•  Names  a  recorder  and  assistant  with  an  appropriate 


oath  or  affirmation  that  will  be  administered  by  the  President 
of  the  board. 

•  After  being  administered  an  oath,  the  recorder,  in 

turn,  administers  the  following  oath  or  affirmation  to  the 

other  members  of  the  board: 

You,  and  each  of  you,  do  solemnly  swear 
(or  affirm)  that  you  will,  without  prejudice  or 
partiality,  and  having  in  view  both  the  special 
fitness  of  officers  and  the  efficiency  of  the 
naval  service,  perform  the  duties  imposed  upon 
you  by  law.  So  help  you  God.  12 

•  CMC,  action  for  the  Secretary  of  the  Navy,  "furnishes 
the  board  with  names  and  records "  of  those  persons  eligible 
for  consideration  for  the  particular  grade.  Eligibility 

is  determined  as  of  the  date  the  board  convenes.  Names  of 
those  in  the  promotion  zone  are  indicated. 

•  Some  bounds  are  placed  on  the  board  by  indicating  the 
maximum  number  to  be  recommended , and  by  providing  additional 
stipulations  for  consideration  and  selection  of  personnel 

in  critical  areas  such  as  legal  officers.  The  March,  1979, 

Lieutenant  Colonel  Board  Precept  generally  addressed  criteria 

in  the  following  manner: 

Subject  to  the  selection  criteria  established 
by  statute  and  set  forth  in  this  precept  for  the 
various  categories  of  eligible  officers,  the  law 
requires  the  uniform  application  of  the  appropriate 
criteria  for  all  officers  of  each  category  under 
consideration.  The  fact  that  an  eligible  officer 
is  above,  within,  or  below  the  promotion  zone  is 
immaterial  to  the  determination  of  whether  that 
officer  meets  the  criteria  established  by  law  for 
his  category.  13 
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It  stated  further: 


Officers  on  the  active  list  (officers  of  the 
Regualr  Marine  Corps,  other  than  retired  officers, 
holding  permanent  appointments  in  grades  above 
chief  warrant  officer  (W-4) ,  who  are  recommended 
for  promotion  shall  be  those  whom  the  board  con¬ 
siders  best  fitted  for  promotion;  that  is,  they 
shall  be  selected  as  best  fitted  to  assume  the 
duties  of  the  next  higher  grade.  From  among  those 
eligible  officers  on  the  active  list  who  are  junior 
in  lineal  rank  to  the  junior  officer  in  the  promo¬ 
tion  zone, the  board  may  recommend  as  best  fitted 
for  promotion  a  number  of  male  officers  that  does 
not  exceed  five  percent  of  the  total  number  of 
such  officers  that  the  board  is  authorized  to 
recommend  for  promotion.  Officers  not  on  the 
active  list  recommended  for  promotion  shall  be 
whose  whom  the  board  considers  qualified  for  con¬ 
tinued  active  duty  in  the  next  higher  grade. 

The  board  is  directed  that  administrative 
staff  duty,  duty  in  aviation , supply  duty,  or  duty 
in  any  technical  specialty  performed  by  an  officer 
of  the  Marine  Corps  shall  be  given  weight 
by  the  selection  board  in  determining  fitness  for 
promotion  equal  to  that  given  line  duty  equally 
well  performed. 

In  making  its  determinations,  the  board  shall 
give  to  service  in,  and  evaluation  reports  from, 

Joint,  Combined,  Allied  and  Office  of  the  Secretary 
of  Defense  Staffs,  the  same  weight  that  is  accorded 
to  service  in,  and  evaluation  reports  from,  the 
Department  of  the  Navy.  14 

The  precept  provided  the  board  with  instructions  rela¬ 
ting  to  medical  interpretation  should  it  be  needed,  with 
special  emphasis  on  the  aspects  of  equal  opportunity  in 
promotion. 

The  final  report  of  the  board  is  in  writing,  signed  by 
all  members.  It  certifies  compliance  with  all  instructions 
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and  directions  contained  in  the  precept,  and  stipulates  that 
the  recommendation  and  report  represents  the  opinion  of  at 
least  two-thirds  of  the  board  members. 

The  recommendations  of  the  board  are  sent  to  the  Secre¬ 
tary  of  the  Navy  via  the  Commandant  of  the  Marine  Corps  and 
the  Judge  Advocate  General  of  the  Navy  for  legal  review. 

Although  seemingly  providing  general  guidelines  for 
criteria  and  standards,  the  precept  is  noticeably  void  of 
meaningful  parameters  for  use  by  selection  boards  in  dis¬ 
crimination  between  records.  The  essence  of  the  precept  is: 

1.  Select  those  that  are  "best  fitted  to  assume  the 
duties  of  the  next  higher  grade." 

2.  That  all  of  those  eligible  are  duty-wise  equal  to 
that  weight  given  line  duty  officers. 

3.  Equality  of  consideration  for  persons  on  Joint, 
Combined,  Allied  and  Office  with  those  within  the  Department 
of  the  Navy. 

It  is  perceived  then  that  the  thrust  of  the  precept  is 
to  insure  that  all  of  those  eligible  for  consideration  from 
a  duty  standpoint  are  treated  the  same,  with  their  record 
being  the  principle  determinant.  That  being  the  case,  there 
appears  to  be  a  need  for  a  definitive  and  consisent  criteria 
or  standard  to  apply  against  the  official  records  of  those 
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competing  for  selection.  A  means  for  evaluation  of  the  entire 
record,  as  described  in  Chapter  II,  is  the  primary  responsibil¬ 
ity  and  also  the  most  difficult  task  of  a  selection  board. 

One  of  the  first  duties  of  the  President,  and  sometimes 
the  hardest,  is  determining  the  detailed  procedural  aspects 
of  the  board.  With  a  period  of  three  weeks  and  several  hun¬ 
dred  voluminous  records,  a  standard  approach  for  command  usage 
by  all  members  of  the  board  is  desirable.  "Discrimination" 
is  the  name  of  the  game.  To  find  a  readily  adaptable  means 
of  deciphering  a  very  complete  and  detailed  record  of  perfor¬ 
mance,  with  years  of  information,  varying  assignments,  cir¬ 
cumstances,  and  inconsistencies  created  by  personal  traits 
of  reporting  seniors,  is  the  problem. 

What  does  "best  fitted  to  assume  the  duties  of  the  next 
higher  grade"  really  mean?  How  do  we  get  an  aviation  and 
ground  control  colonel  to  agree  on  "best  fitted?"  To  further 
complicate  the  problem,  consider  the  record  of  a  lieutenant 
colonel  with  21  years  experience.  The  official  record  (the 
only  basis  authorized  for  use  in  determining  his  qualification 
for  selection)  would  consist  of  over  700  historical  pages, to 
include  administrative,  contractual,  performance,  and  com¬ 
mendatory  or  adverse  information.  Over  100  fitness  reports 
could  be  in  the  record.  How  far  back  in  a  man's  career 


history  should  a  board  go?  Given  the  detail  in  the  current 
fitness  report  described  in  Chapter  II,  a  detailed  review 
of  100  fitness  reports  would  entail  long  and  arduous  hours, 
well  beyond  that  allotted  a  selection  board. 

Time  is  critical  and  often  the  driving  factor  of  a 
selection  board;  time  to  review  voluminous  records,  analyze 
and  compare  them  against  a  standard  or  some  measurement, 
brief  the  record  for  voting  by  the  members,  and  to  in  turn 
listen  to  briefs  of  other  board  members. 

Use  of  Worksheets  and  Briefing  Guides 

Due  to  some  constraints  and  a  need  to  organize  infor¬ 
mation,  most  selection  boards  revert  to  various  forms  of 
worksheets  and  briefers  guides  either  used  by  previous 
boards , or  especially  prepared  for  the  board.  These  work¬ 
sheets  are  used  to  extract  source  data  from  the  official 
record.  Currently  there  are  approximately  20  different 
forms  and  formats  made  available  for  use  by  selection 
boards.  Samples  of  these  forms  are  shown  in  Appendix  4. 
There  are  elements  of  commonality  in  the  forms; 

•  Administrative/identifying  information  report 

•  Educational  information  both  military  and  civilian 

•  Some  performance  and/or  quality  quantification  in 

^  varying  amounts  derived  from  Section  "B"  of  the  fitness 

report. 


v4®  ^ 


A 


* 


•  An  arraying  of  "Truth  Teller"  data  and  a  derived 
percenti le . 

•  Worksheet  space  for  subjective  comments  and  anaylsis. 

Some  interesting  observations  can  be  derived  from  the 

forms  and  their  usage. 

1.  Not  all  of  the  administrative  data  that  is  needed 
on  the  forms  is  available  simply  from  the  official  record, 
and  thereby  requires  additional  sources  of  information. 

2.  The  very  design  of  the  forms  has  led  to  a  deter¬ 
mination  that  only  a  few  of  the  performance  and  quality  in¬ 
dicators  are  important , and  therefore  the  remainder  of  the 
factors  are  excluded  from  the  quantification  efforts. 
Additionally,  on  two  of  the  forms,  the  weighing  of  those 
factors  are  at  variance. 

3.  In  some  cases,  General  Value  and  Distribution 
weighing  is  twice  that  of  regular  duties  (i.e.,  6  point 
weight  for  regular  duties  and  12  points  for  the  top  category 
for  value  to  the  service) . 

4.  The  "Truth  Teller"  formula  does  not  take  into 
account  relative  location  of  the  mark,  i.e.,  an  average 
performer  marked  with  below  average  performers  arrays  the 
same  as  an  outstanding  to  an  excellent  performer. 

5.  In  some  cases,  the  quantified  performance  index 
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score  that  is  derived  by  selecting  certain  of  the  perfor¬ 
mance  and  quality  indicators,  multiplying  them  by  total 
months  and  aggregating  them,  has  assumed  a  significant  de¬ 
gree  of  importance  in  that  the  performance  index  score  pro¬ 
vides  a  basis  for  comparing  personnel  for  initial  "groupings." 

The  "Functions  of  a  Promotion  Board,"  Appendix  5,  was 
prepared  for  use  by  one  of  the  senior  officer  boards  during 
1979. 15  it  is  a  highly  descriptive  document  which  captures 
the  essence  of  the  selection  board  problem.  In  that  report, 
a  methodical  approach  is  provided  for  manually  organizing 
various  important  aspects  of  a  person's  record  so  that 
several  factors  can  surface.  These  factors  would  then  be 
the  loose  framework  for  a  standard  wherein  both  the  objec¬ 
tive  and  subjective  aspects  could  be  synthesized. 

A  key  problem  in  using  preprepared  forms  is  the  sole 
reliance  on  a  manual  translation  of  information  from  a 
source  document(s):  the  data  must  be  organized,  tabulated, 
analyzed,  interpreted,  and  correlated  in  light  of  the  de¬ 
fined  "standard."  The  time-consuming  manual  effort  to 
organize  and  tabulate  objective  data  is  the  essence  of 
the  time  problem  which  faces  each  and  every  selection 
board . 
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Over  the  past  several  years,  several  automated  aids 
and  systems  have  evolved  in  an  effort  to  assist  in  the 
selection  process.  At  the  present  time,  there  are  three 
systems  that  have  a  direct  impact  on  the  selection  process. 

•  Automated  Fitness  Report  System  (AFRS) (Appendix  1) 

•  Manpower  Management  System  (MMS) (Appendix  3) 

•  Marine  Automated  Personnel  Records  System (MAPRS) 
(Appendix  2) 

From  the  "Functions  of  a  Promotion  Board"  document, 
one  can  readily  see  what  the  selection  board  needs  most 
is  information.  The  necessary  information  is  of  a  demographic 
and  performance  nature,  and  is  administratively  bent.  A 
comprehensive  listing  of  information  requirements  was  compiled 
from  the  various  forms  used  by  boards  in  an  effort  to  find 
the  fundamental  source  for  the  information.  The  listing 
is  shown  in  Appendix  6. 


The  Need  to  Tabulate 

Interestingly  enough,  all  of  the  information  resides 
in  one  or  more  of  the  automated  systems  mentioned  in  the 
previous  paragraph.  Therefore,  the  precise  problem  that 


a  board  member  faces  is  locating  the  proper  source  document 
or  form,  ferreting  out  the  appropriate  information,  verifying 
that  the  information  is  in  fact  accurate,  and  then  recording 
the  information  on  one  of  the  worksheets.  This  is  a  huge 
task,  one  that  requires  time,  patience,  and  a  degree  of 
knowledge  relative  to  the  source  documents  used.  How  this 
is  accomplished  by  each  board  becomes  the  crucible  that  sub¬ 
sequently  formulates  a  "standard"  for  that  particular  board. 
An  example  of  this  process  is  the  use  of  the  performance 
Index  form,  Appendix  4.  This  form  provides  for  administra¬ 
tive/demographic  information  on  the  front  of  the  form,  and 
for  performance  data  on  the  back  of  the  worksheet.  It  re¬ 
quires  that  information  be  pulled  from  the  Master  Brief 
Sheet,  an  automated  output  from  the  AFRS  that  provides 
fitness  report  information,  administrative  data  from  the 
officer  qualification  record  itself,  and  demographic  data 
that  is  provided  by  the  MMS .  From  a  performance  viewpoint, 
it  is  highly  significant  that  the  form  uses  only  regular 
duties  from  the  performance  area,  appearance,  initiative, 
and  leadership  from  the  quality  area,  and  general  value, 
distribution  and  preference.  Completion  of  the  form 
provides  for  a  tabulated  performance  index  score.  What 
does  the  score  mean,  and  how  is  it  used? 
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According  to  former  board  members,  the  performance  index 
score  is  an  initial  indicator  for  grouping  the  persons  being 
reviewed.  In  essence,  a  high  score  would  justify  making  the 
person  a  number  one  contender.  As  an  example,  a  score  of  340 
is  the  maximum  in  the  top  group  of  competitors.  Those  with 
lesser  scores  would  be  grouped  into  lower  categories.  What 
this  means,  in  essence,  is  the  briefing  sequence  or  order  to 
brief  could  be  derived  through  the  use  of  the  performance 
index  score  without  a  complete  analysis  of  the  man  or  woman's 
record.  Ideally,  the  performance  index  would  be  used  in  con¬ 
junction  with  the  subjective  factors  contained  in  Section 
"C,"  reviewing  officer  remarks,  if  any, and  in  conjunction 
with  demographic  information.  The  partial  use  of  performance 
and  quality  factors  does  not  appear  warranted  based  on  a 
review  of  current  directives  and  policies.  The  fitness  re¬ 
port,  specifically  Section  "B,"  provides  for  a  detailed  and 
complete  measurement  of  the  individual--if  the  use  of  that 
section  is  optimized  through  total  quantification. 

Irrespective  of  the  form  used,  the  board  member  must 
eventually  get  to  the  source  document,  the  officer  quali¬ 
fication  record.  Within  the  record  are  contained  all  of 
the  originals,  fitness  reports,  information  of  a  commenda¬ 
tory  or  adverse  nature,  photographs,  and  other  miscellaneous 
information  required.  A  key  area  that  will  be  reviewed  by 
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the  board  member  is  Section  "C"  of  the  fitness  report,  and 
remarks  by  the  reviewiny  officer.  The  written  subjective 
information  provides  another  piece  of  the  puzzle  and  can 
be  used  to  more  effectively  argue  a  case  for  the  Marine 
being  briefed.  Section  "C"  helps  to  explain  irregularities, 
dips,  and  other  inconsistencies.  Within  the  scope  of  the 
forms  currently  in  use  by  the  various  boards,  all  of  them 
require  the  board  member  to  cite  the  official  record,  trans¬ 
late  key  information  onto  a  worksheet  for  tabulation  and 
use  with  the  analysis  and  interpretation,  to  culminate  with 
a  briefing  and  voting  by  the  board  members.  This  manual 
manipulation  and  tabulation  is  time-consuming,  redundant, 
and  not  necessarily  revealing  as  to  the  details  of  the 
individual.  The  advent  of  the  microfiche  system  will  mean 
that  even  more  time  will  be  needed  in  order  to  manually 
do  the  types  of  things  that  boards  are  doing  now. 

Conversion  of  Paper  Records 

By  December,  1980,  the  promotion  board  process  will 
be  faced  with  the  problem  of  handling  officical  personnel 
records  in  microfiche  form.  The  conduct  of  a  selection 
board  will  significantly  be  affected  by  the  application 
of  automation  and  a  system  of  microminiaturization  to  the 
personnel  records  process,  and  by  the  historic  change  of 
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paper  personnel  records  to  a  microfiche  film  media.  The 
352,000  records  maintained  at  headquarters,  consisting  of 
25  million  document  pages, will  be  fully  converted  and  the 
paper  record  will  become  an  item  of  history. 

This  highly  significant  event  has  already  signalled 
procedural  changes.  Therefore,  within  the  next  16  months, 
selection  board  processes  will  be  required  to  operate  from 
microfiche , and  viewers  or  new  means  for  summarizing  and 
tabulating  personnel  performance  information  must  be  found. 

The  changeover  affects  both  officer  and  enlisted 
records  with  the  enlisted  records  being  the  first  to  be 
converted.  Some  319,000  enlisted  records  are  scheduled  to  be 
converted  and  by  August,  1979  over  50%  of  that  total  will 
be  completed  into  the  new  microfiche  mode.  All  of  the 
enlisted  records  will  be  completed,  if  the  present  schedule 
holds,  by  May,  1980.  Commencing  in  June,  1980,  the  33,000 
Marine  officer  records  will  start  the  conversion  process. 

All  of  the  officer  records  will  be  changed  to  the  microfiche 
mode  by  December,  1980. 

Promotion  boards  will  have  to  contend  over  the  next 
two  years  with  records  that  will  be  appearing  in  two  dif¬ 
ferent  modes.  This  situation  can  be  expected  to  further 
aggravate  the  speed  and  accuracy  of  the  boards,  adding  to 
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the  already  difficult  problem  of  synthesizing  information 
from  several  sources.  The  changeover  is  required  and  it 
is  a  massive  and  costly  effort.  It  will  also  usher  in  a 
new  system  of  promotion  board  procedures  that,  if  handled 
appropriately  and  on  a  timely  basis,  could  greatly  benefit 
the  Marine  Corps.  The  microfiche  system  and  the  system  syn¬ 
thesis  of  MMS,  AFRS  and  the  MAPR  program  could  be  one  of 
the  most  significant  efforts  accomplished  by  the  military 
services . 

The  current  on-going  changes  that  are  occuring  in  the 
enlisted  records  conversion  have  resulted  in  procedural 
changes  within  various  Departments  of  Headquarters  Marine 
Corps,  but  primarily  within  the  Personnel  Management  Division 
of  the  Manpower  Department  Assignment  records  already  in 
the  microfiche  form.  The  new  media  is  a  vast  improvement 
over  the  former  record  of  paper  since  the  fiche  used  is  a 
duplicate  copy.  The  master  film  can  be  updated,  changed 
or  modified,  and  several  duplicate  copies  can  be  obtained 
from  the  original  in  a  matter  of  minutes.  Additionally, 
the  master  record  can  be  up-to-date  every  day — a  fact 
that  does  not  occur  with  the  single  copy  paper  record 
being  replaced. 
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Need  for  Additional  Support 


As  the  volume  of  information  has  grown,  significant 
steps  have  been  taken  to  organize  the  information  into 
broad  categories  such  as  administrative,  performance,  derog¬ 
atory  and  commendatory,  to  name  a  few.  Similarly,  as  man¬ 
power  management  administrative  systems  have  matured,  much 
of  the  demographic  information  on  personnel  has  come  to  reside 
within  digital  systems.  The  speed  and  organizational  ability 
of  the  computer,  as  well  as  the  accuracy  of  the  personnel 
information  within  the  Marine  Corps  Manpower  Management 
System  (MMS) ,has  logically  led  to  computer  printouts  and 
computer  output  microfilm  (COM)  supplements  to  assist  those 
using  the  source  personnel  record. 

The  Marine  Corps  use  of  computers  in  support  of  manpower 
processes  has  been  an  exceptional  effort  over  the  past  few 
years.  The  degree  of  capability  that  exists  today  probably 
exceeds  that  of  any  of  the  military  services.  That  capability 
is  characterized  by  various  ways  of  ordering  information , pri¬ 
marily  of  a  demographic  nature,  verifiable  from  the  source 
official  record.  Selection  boards  require  information  from 
the  personnel  records  and  all  of  it  is  currently  in  one  of  the 
automated  support  systems. 

Since  1972,  some  fitness  report  information  has  been 
digitized  through  the  use  of  optical  scanning  techniques 
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for  Section  "A"  and  "B"  of  the  report.  By  adding  demographic 
information  from  the  MMS ,  the  Master  Brief  Sheet  (MBS)  is 
produced  (Appendix  7).  The  MBS  does  not  capture  all  of  the 
information  on  the  fitness  report,  notably  Section  "C"  and 
the  reviewing  officer's  remarks.  However,  the  system  has 
some  escellent  features  and  iscurrently  having  a  rather 
dramatic  impact  on  the  procedural  aspects  of  the  boards.  As 
an  example,  much  of  the  information  required  to  complete 
the  various  forms  or  worksheets  can  be  found  on  the  MBS. 

In  order  to  obtain  all  of  the  information  required,  a  brief¬ 
ing  officer  must  resort  to  the  fitness  report  original,  and 
in  some  instances,  to  the  official  record  itself,  for 
administrative  data. 

The  Master  Brief  Sheet  is  a  major  effort  and  a  signifi¬ 
cant  aspect  of  the  evolutionary  quality  of  the  selection 
process.  As  mentioned  earlier,  the  fitness  reports  from 
1972  are  currently  in  the  system.  In  some  cases,  groups 
of  officers'  records  have  been  transformed  into  a  useable 
form  for  digitizing  prior  1972  reports.*** 

Figure  4  is  an  indication  of  the  number  of  fitness 
reports  requiring  processing.  It  is  important  to  note  that 
nearly  all  captains  and  below  are  currently  within  AFRS . 

The  major  conversion  effort  remaining  is  in  the  field  grade 
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As  of  30  April  1979 


FIGURE  4.  AFRS  CONVERSION  OF  PRE-1972  FITNESS  REDPORTS* 


ranks.  A  manageable  conversion  effort  could  be  keyed  to 
promotion  zones,  as  a  means  of  insuring  that  the  selection 
boards  commencing  FY1980  will  have  Master  Brief  Sheets  with 
all  of  the  fitness  reports  included  therein.  That  step  will 
partially  solve  one  of  the  many  time-consuming  aspects  of 
selection  boards,  but  there  are  other  more  serious  ones 
remaining. 

Today's  selection  boards  have  a  variety  of  forms  and 
formats  they  must  use  in  order  to  accomplish  their  assigned 
tasks.  They  are  now  working  with: 

•  The  official  record,  officer  qualification  record 
in  two  forms. 

•  Master  Brief  Sheet  on  paper  and  microfiche. 

•  Performance  index  or  other  prepared  forms /worksheets . 


Summary 


The  very  credibility  of  the  entire  promotion  system 


may  well  rest  with  the  timeliness  and  the  decisions  rendered 
relative  to  synthesis  requirements , in  melding  the  diverse, 
yet  highly  workable  system  capabilities  of  the  currently 
available  systems  with  the  important  and  over¬ 


riding  requirements  of  the  Marine  Corps  selection  process. 

The  impact  of  the  problem  is  amplified  by  the  reali¬ 
zation  that  selection  boards  today  receive  outputs  from 
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the  Manpower  Management  System  (MMS) ,  the  Automated  Fitness 
Report  System  ( AFRS) ,  and  the  Marine  Automatd  Personnel 
Records  System  (MAPRS) .  The  source  document  is  the  personnel 
file  maintainted  at  Headquarters  Marine  Corps,  the  official 
record  and  basis  for  verification  of  entries  used  in  the 
other  automated  systems.  Selection  board  members  are  there¬ 
fore  faced  with  a  myriad  of  information  from  three  distinct 
systems,  all  in  different  forms  and  formats  with  varying 
degrees  of  accuracy  and  completeness. 

The  situation  that  currently  exists  is  indeed  a  dif¬ 
ficult  one,  since  board  members  are  required  to  operate  from 
data  derived  from  the  MMS,  AFRS,  with  paper  records  and  with 
some  of  the  records  in  the  new  microfiche  mode.  Additionally, 
the  information  is  just  that — information — it  is  not  summar¬ 
ized,  tabulated,  quantified,  or  in  any  way  prepared  for 
interpretation  by  the  board  members.  Therefore,  the  tradi¬ 
tionally  slow  and  laborious  process  has  not  been  aided  rela¬ 
tive  to  the  time  required  for  evaluation  of  a  record. 

The  above  analysis  provides  insight  into  a  rather  tedious, 
slow  and  demanding  selection  process.  Changes  occuring  within 
the  next  year  will  directly  affect  and  further  degrade  that 
capability  unless  corrective  measures  are  instituted. 

What  a  selection  board  needs  is  information,  provided 
in  usable  forms  and  formats.  Objective  data  from  Section  "B" 


of  the  fitness  report  lends  credence  to  the  need  for  selection 
boards  to  weigh  and  quantify  that  objective  data  in  order  to 
discriminate  in  the  areas  of  performace,  qualities,  value  to 
the  service  and  preference  in  combat. 

Time  is  the  driving  factor  of  selection  boards.  Too 
much  time  may  be  spent  on  the  fitness  report  manually  trans¬ 
forming  objective  data  marking,  tabulating  for  analysis,  and 
correlating  with  subjective  data.  Even  more  time  will  be 
required  for  the  manual  act  (described  in  the  conclusion) 
and  the  MAPR  microfiche  transition. 

From  this  analysis  thus  far,  it  has  been  determined 
that  sufficient  basis  currently  exist  within  the  MMS,  APRS 
and  the  MAPR  to  justify  additional  research  into  the  feasi¬ 
bility  of  synthesizing  the  automated  systems  capabilities 
to  optimize  the  selection  process.  Succeeding  chapters 
will  delineate  the  analysis  conducted  for  the  stated  feasibility 


effort. 


CHAPTER  IV 


A  MODEL  AND  A  STANDARD 


Based  on  the  information  discussed  in  the  previous 
chapters,  a  basic  question  surfaced:  "Was  there  a  more 
efficient  and  effective  way  of  doing  business?"  The  answer 
to  that  question  was  assumed  to  be  "Yes."  The  purpose  of 
this  chapter  is  to  investigate  this  basic  assumption,  and 
to  discuss  the  feasibility  of  developing  a  model  capable 
of  quantifying  and  arraying  the  objective  information  from 
an  individual's  performance  data;  a  model  that  would  permit 
discrimination  within  a  given  population  while  concurrently 
developing  a  standard  profile  for  that  population. 

Information  Survey 

i 

Initially,  a  survey  was  conducted  of  the  selection 
board  process  to  determine  what  information  was  required. 

Specifically,  what  information  and  in  what  form  were  re¬ 
quired  by  selection  boards  to  perform  the  selection  process? 

Numerous  interviews  were  made  with  Headquarters  Marine 
Corps  personnel,  present  and  past  selection  board  members, 
the  Head  of  the  Promotion  Board  Branch  and  the  Director 
of  the  Personnel  Management  Division  of  Headquarters. 

Additionally,  samples  of  forms,  written  procedures, 
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applicable  Marine  Corps  orders,  briefing  sheets  and  word- 
sheets  used  by  selection  boards  were  collected. 

Appendix  4  contains  examples  of  various  selection 
board  forms  that  were  collected  and  analyzed.  It  is  signi¬ 
ficant  to  recognize  that  a  myriad  of  forms  and  procedures 
exist  which  lend  credence  to  the  "mystique"  of  selection 
boards  and  particularly  how  they  operate. 

The  primary  forms  analyzed  were  as  follows: 

1.  A  recent  proposal  by  General  McMillian  (McM 
proposal)  of  a  set  of  procedures  and  forms  to  be  used, 
provided  to  General  Gray  as  the  head  of  a  selection  board 

2.  Several  forms  originating  from  Code  MMPR  at 
Headquarters  Marine  Corps  (MMPR  SUMM  and  MMPR  Consol) 

3.  A  recent  colonel's  board  guide  (Col  Guide) 

4.  The  Master  Brief  Sheet  (MBS) 

A  survey  of  these  forms  and  an  analysis  of  the  infor¬ 
mation  collected  resulted  in  establishing  an  information 
"baseline"  required  to  support  the  selection  process.  This 
"baseline"  of  required  information  was  then  compared  against 
the  three  automated  manpower  systems  that  support  the  se) ac¬ 
tion  process.  As  a  result  of  this  analysis  it  was  determined 
that  virtually  100%  of  the  information  required  by  selection 
boards  currently  exists  in  digital  form  in  either  the  MMS, 


67 


AFRS  or  the  MAPRS .  However,  several  items  of  information 
were  not  readily  available  or  sufficiently  current  to  sup¬ 
port  a  selection  board  process.  Current  duty  assignment 
data,  including  billet  description  and  type  of  duty,  were 
not  easily  obtainable  and  required  a  manual  cross-reference 
between  fitness  reports.  Master  Brief  Sheets  and  the  MMS. 
Additionally,  flight  hours  data  was  not  readily  available 
although  at  least  one  previous  promotion  board  determined 
it  to  be  of  considerable  importance.  Both  of  these  items 
of  information,  however,  are  available  to  a  degree  in  the  MMS 
but  not  in  the  AFRS.  Vital  statistical  data  such  as  height, 
weight-to-height  ratio,  year  weight  reported  and  photograph 
data  were  also  not  readily  obtainable.  The  results  of  the 
analysis  may  be  seen  in  Appendix  4 , "Promotion  Board  and 
Supporting  Analysis,"  which  lists  by  data  element  the  infor¬ 
mation  required  to  support  the  selection  process.  For  ease 
of  interpretation.  Appendix  4  is  divided  into  "Administra¬ 
tive,  Performance  and  Other"  major  groups.  Each  major 
group  is  further  divided  into  sub-groups.  The  administra¬ 
tive  group,  for  example,  consists  of  "General, Education 
and  Promotion  Zone"  data.  Figure  5  illustrates  the  format 
of  Appendix  6.  Each  required  data  element  is  listed  by 
the  automated  system  that  contains  the  element  and  by  a  given 


selection  board  form.  Note,  for  example,  that  the  element 
"name"  is  contained  in  the  AFRS  and  also  listed  on  the 
McMi Ilian  Proposal  (McM) . 


FIGURE  5.  ADMINISTRATIVE  DATA 


At  this  point  in  the  analysis  several  related  questions 
arose.  "How  is  all  this  information  used?"  and  "How  is  it 
organized  and  presented?"  Research  into  these  questions  re¬ 
vealed  that  for  most  recent  selection  boards  held  over  the 
last  several  years,  the  Master  Brief  Sheet  (MBS) ,  produced 
by  the  AFRS,  was  a  primary  document  used  for  evaluation. 
However,  analysis  also  revealed  that  the  MBS  was  not  sufficient 
as  the  only  tool  and  was  used  with  an  assortment  of  other 
documents,  such  as  worksheets  or  additional  briefing  sheets. 
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It  is  apparent  that  most  boards "reinvent  the  wheel" 
when  it  comes  to  determining  what  forms  and  what  procedures 
to  use.  An  exception  is  that  for  enlisted  boards  a  standard 
procedure  has  been  written  and  is  recommended  for  use.1' 

For  officer  boards  the  research  indicated  that  for  the  most 
part  a  "non-standard"  promotion  system  resulted  with  the 
various  boards  being  virtually  autonomous.  One  board,  for 
example,  stressed  the  "Truth  Teller"  as  the  primary  promo¬ 
tion  variable  while  another  board  computed  a  "performance 
index"  consisting  of  some,  but  not  all,  of  the  fitness 
report  markings.  A  significant  finding,  however,  was  that 
all  selection  boards  spend  considerable  time  performing  man¬ 
ual  computations  to  determine  how  to  compare  the  individual 
Marine  to  all  other  Marines  in  the  promotion  zone. 

Given  the  fact  that  the  data  required  to  support  the 
selection  process  was  available,  how  then  could  a  more 
effective  and  efficient  system  be  constructed?  Another 
basic  assumption  made  at  this  point  was  that  a  detailed 
analysis  of  a  random  sample  of  lieutenant  colonels  selected 
for  colonel  over  the  last  several  years  would  identify 
certain  characteristics.  If  such  characteristics  could 
be  identified,  was  it  then  possible  to  define  a  "standard" 
colonel  selected?  Additionally,  if  a  standard  could  be 
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defined,  would  it  also  be  possible  to  construct  a  selection 
model  that  would  compare  other  individuals  to  that  standard 
while  at  the  same  time  provide  discrimination  between 
individuals? 

Random  Sample  Selection 

A  random  sample  of  Master  Brief  Sheets  for  colonels 
was  provided  by  Headquarters  Marine  Corps.  Thirty-five  of 
the  colonel  Master  Brief  Sheets  were  subjected  to  a  compre¬ 
hensive  analysis  which  resulted  in  a  quantification,  aggre¬ 
gation,  summarization  and  grouping  of  all  fitness  report 
factors.  A  primary  military  occupation  specialty  (PMOS) 
and  date  of  rank  (DOR)  distribution  of  that  sample  is  illus¬ 
trated  in  Figure  6. 

A  New  Grading  Scale  and  Process 

The  procedure  adopted  to  quantify  the  fitness  reports 
consisted  of  defining  five  major  "promotion  variables"  and 
assigning  a  value  to  each  category  within  that  variable. 

The  variables  were  performance,  quality,  general  value  and 
distribution,  desirability  and  the  truth  teller.  For  the 
performance  and  quality  variables  the  factors, as  contained 
on  the  fitness  report  form, were  defined  as  categories  for 
that  variable.  For  example,  the  categories  for  performance 
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duties  (AM) ,  handling  officers  (HO) ,  handling  enlisted  (HE) , 
training  personnel  (TP)  and  tactical  handling  of  troops (TH). 

As  previously  discussed , consideration  was  given  to  establish¬ 
ing  weights  for  the  major  variables.  However,  because  research 
failed  to  reveal  an  expressed  policy  or  a  standard  precedent, 
an  equal  4.0  grading  scale  was  adopted.  The  grading  scale  is 
illustrated  in  Figures  7  through  9. 

FIGURE  7.  PERFORMANCE  AND  QUALITY  SCALE 


GRADE 


-OUTSTANDING  (O) — 

-EXCELLENT  (E) - 

-ABOVE  AVERAGE  (AA) 

-AVERAGE  (A)  - 

■BELOW  AVERAGE  (BA)- 
-UN SATISFACTORY  (U) 
-NOT  OBSERVED  (NO) 


VALUE 

- 4 

- 3 

- 2 

- 1 

- 2 

- 4 

—  NO  VALUE 
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FIGURE  8 


GENERAL  VALUE  AND  DISTRIBUTION  SCALE 


OUTSTANDING 

EXCELLENT  TO  OUTSTANDING 
EXCELLENT 

ABOVE  AVERAGE  TO  EXCELLENT 
ABOVE  AVERAGE 
AVERAGE  TO  ABOVE  AVERAGE 
AVERAGE 

BELOW  AVERAGE  TO  AVERAGE 
BELOW  AVERAGE 
UNSATISFACTORY 
NOT  OBSERVED 


VALUE 

4 

3.5 
3 

2.5 

2.0 

1.5 
1 

-1 

-2 

I 

-4 

NO  VALUE 


FIGURE  9.  DESIRABILITY  SCALE 


GRADE  VALUE 

PREFER  TO  HAVE  4 
BE  GLAD  TO  HAVE  2 
BE  WILLING  TO  HAVE  1 
PREFER  NOT  TO  HAVE  -2 


The  grading  scale  was  then  applied  to  all  variables  on 
each  fitness  report  listed  on  the  Master  Brief  sheet.  Sum¬ 
maries  were  then  computed  for  the  "points  scored"  and  for 
the  "maximum  possible  points"  that  could  be  scored  for  that 
variable.  The  following  figure  demonstrates  the  grading 
technique. 

FIGURE  10.  VARIABLE  GRADE  COMPUTATION 

VARIABLE  PERFORMANCE 

CATEGORY  RD  AD  AM  HO  HE  TP  TH 

GRADE  E  N  E  E  E  E  N 

SCORE  3  3  3  3  3  3 

The  "total  score"was  then  calculated  by  computing  the  sum 
of  the  graded  categories.  The  "total  variable  score"  in 
the  above  figure  for  performance  would  be  3+ 3+ 3+ 3+ 3  or  15 
points.  The  "total  possible  points"  were  calculated  by 
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multiplying  the  number  of  graded  categories  times  the  maximum 
points  possible  for  a  single  category  since  all  the  categories 
were  of  equal  value.  Thus  the  "total  possible  points"  in  the 
above  figure  would  be  5  times  4,  or  20  possible  points.  The 
total  score  was  then  compared  to  the  total  possible  score 
and  converted  to  a  performance  variable  percentage.  Again 
referring  to  Figure  10  above,  15/20  converts  to  a  75.0%. 

The  same  technique  was  used  to  compute  a  score  for  the 
qualtiy  variable.  It  is  important  to  note,  however,  that 
in  computing  the  quality  score  all  14  categories  were  scored 
if  a  grade  was  assigned  to  all  categories.  The  value  and 
distribution  variable  and  the  desirability  variable  consist 
of  a  single  category  so  each  was  graded  in  accordance  with  the 
above  scales  and  converted  to  a  percentage. 

The  "total  performance  score"  was  then  calculated  by 
summarizing  the  total  points  scored  by  variable  as  well  as 
calculating  the  sum  of  the  total  possible  points  for  all 
variables.  Figure  11  demonstrates  that  calculation. 

FIGURE  11.  TOTAL  PERFORMANCE  SCORE 

VARIABLES  PERF  +  QUA  +  GV  &  D  +  DES  =  TOTAL  POINTS 

POINTS  SCORED  15  +40  +3.5  +4  =62.5  TOTAL  POSS 

POINTS 

POSSIBLE  POINTS  20  +48  +4  +4  =76 
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The  next  step  in  the  process  was  to  compute  a  "total 
fitness  report  score"  by  multiplying  the  points  scored/ 
maximum  possible  points  by  the  number  of  months  of  the 
fitness  report.  Assume  that  the  above  report  covered  a 
6  month  period;  thus,  the  calculation  would  be  as  illus¬ 
trated  in  Figure  12. 


FIGURE  12. 


TOTAL  FITNESS  REPORT  SCORE 
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The  total  fitness  report  score  was  also  converted  to 
a  total  percentage  score.  For  example,  the  above  score  of 
375/456  converts  to  an  82.2%. 

The  last  variable  to  be  graded  was  the  "Truth  Teller" 
which  was  calculated  using  the  standard  formula  of  the  number 
marked  "below"  plus  the  number  marked  "with"  divided  by  the 
sum  of  the  number  marked  "below"  plus  two  times  the  number 
"with"  plus  the  number  "above."  That  outcome  is  then  multi¬ 
plied  by  100  to  convert  the  score  to  a  percentage.  Assume 
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that  the  above  report  reflected  5  marked  below,  3  marked 
with  and  2  marked  above.  The  truth  teller  was  calculated 
as  follows: 

FIGURE  13.  TRUTH  TELLER  SCORE 


TT  = 

BELOW 

+ 

WITH 

4-  BELOW 

+  2 

X 

WITH  + 

ABOVE 

= 

5 

+ 

3 

5 

+  2 

X 

3  + 

2 

= 

8 

- 

13 

= 

.  615 

X 

100 

TT%  = 

61.5 

Thus  using  the  above  technique  each  fitness  report  recorded 
on  the  Master  Brief  Sheets  for  the  sample  population  was  graded. 
For  each  colonel  all  fitness  reports  from  approximately  May 
1972  were  graded.  Prior  to  that  date  the  reports  were  not 
machine  readible  and  as  previously  discussed  all  performance 
data  is  not  presently  contained  in  the  ARFS.  The  individual 
fitness  report  scores  were  then  aggregated  by  variable  and 
summarized  into  a  total  score.  The  following  figure  demon¬ 
strates  how  that  process  was  accomplished. 
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FIGURE  14.  SUMMARY  OF  REPORTS  BY  VARIABLE 


REPO  NO. 


QUA  +  GV  4  D  +  DES  = 


POINTS/  X  MO 
POSS  PTS 


TOTAL 

TOT 

POSS 


15/20 


40/48  3.5/4 


62.5/76  X  6  = 


17/20  42/44  3.5/4  4/4  66.5/72  X  3  =  200/. 


22/24  41/44  3.5/4  4/4  70.5/76  X  6  =  433/^ 


TOTAL  TOTAL  TOTAL  TOTAL  TOTAL 

RPTS  PER  QUA  GV  &  D  DES 


TOTAL  TOTAL 

MO  TOT 

POSS 


54/64  +  123/136  +  10.5/12  +  12/12 


15  998/. 


84.3%  90.4%  87.5%  100% 


The  total  truth  teller  score  was  then  computed  by  summar¬ 
izing  all  of  the  individual  report  disbributions  and  calculat¬ 
ing  an  overall  percentage  as  illustrated  in  Figure  15. 


FIGURE  15.  TRUTH  TELLER  COMPUTATION 


REP  NO  BELOW  WITH  ABOVE 


TOTAL  3  10  7  8 

TOTAL  TT%  =  B  +  W/B  +  2W  +  A  =  53.1% 
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Refer  to  Appendix  7  for  a  sample  Master  Brief  Sheet  with 
attached  completed  worksheet.  Similar  worksheets  were  computed 
for  all  colonels  in  the  sample  population. 

Development  of  Group  Criteria 

Upon  completion  of  the  individual  worksheets  for  the  sample 
population , the  data  was  then  compiled  and  arrayed  for  futher 
analysis.  This  additional  study  resulted  in  grouping  the  detail 
worksheet  data  into  three  major  categories.  These  categories 
were:  demographic  data,  performance  data  and  duty  assignment 

data. 

For  example,  the  information  contained  in  Figure  16  was 
grouped  into  the  demographic  category. 


FIGURE  16. 

PMOS 

AFADBD 

TIS 

DOR 

TIG 

AGE 


DEMOGRAPHIC  DATA  FOR  COLONELS 

MILITARY  SCHOOLS 

CIVILIAN  EDUCATION 

GROUP 

TOTAL  PERF  % 

TT  % 
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The  composite  demographic  data  for  the  sample  of  colonels 


is  contained  in  Appendix  8,  "Demographic  Data  for  Colonels 

Sample."  Definitions  of  the  above  data  elements,  with  the 

exception  of  "group"  which  will  be  discussed  later,  are  con- 

1  8 

tained  in  the  MMS  Data  Element  Dictionary. 

The  second  major  category,  performance  data,  was  grouped 
as  illustrated  in  the  following  figure. 

FIGURE  17.  PERFORMANCE  DATA  FOR  COLONELS 

ADMINISTRATIVE  PERFORMANCE  TRUTH  TELLER 

PMOS  PERF  NO 

SCORE 

GROUP  QUA  1  VS  1 

POSS  SCORE 

NO  RPTS  GV  &  D  1  VS  1 

% 

NO  RPT  SRS  DES  % 


NO  MO  NO  BELOW 

NO  WITH 

NO  ABOVE 
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The  composite  performance  data  for  the  sample  of  colonels 
is  contained  in  Appendix  9,  "Performance  Data  for  Colonel  Sample." 

The  third  major  category , "Duty  Assignment  Data, "was  grouped 
as  illustrated  in  the  following  figure. 

FIGURE  18.  DUTY  ASSIGNMENT  DATA 
PMOS 

GROUP 

TYPE  DUTY 


COMMAND 

STAFF 

JOINT  STAFF 

OTHER 

The  composite  duty  assignment  data  for  the  sample  of 
colonels  is  contained  in  Appendix  9,  "Duty  Assignment  Data 
for  Colonel  Sample." 

Additionally,  a  chart  of  the  sample  population  was 
constructed  using  the  total  performance  and  truth  teller 
scores.  The  chart  titled  LTCOL  COMPARED  TO  COL  SAMPLE  may 
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be  found  at  Appendix  11,  and  the  data  points  (performance, 
truth  teller)  are  contained  in  Appendix  12,  "Sample  Graph 
Data  for  Colonels."  The  following  explanation  applies  to 
the  chart.  The  horizontal  axis  represents  the  truth  teller 
scores  which  vary  from  48.3  to  83.3  for  colonels  and  the  ver 
tical  axis  represents  the  performance  scores  which  vary 
from  91.1  to  99.8  for  colonels.  The  performance,  truth 
teller  mean  for  colonels  is  located  at  (95.7,  63.1)  .  The 

red  circles  represent  the  individual  scores  for  the  colonels 
in  the  sample  and  the  small  number  adjacent  to  the  circle  is 
the  control  number  which  permits  cross  referencing  to  the 
other  Appendices  containing  information  on  that  individual. 
For  example,  red  circle  number  22,  located  within  the  mean 
circle  may  be  cross  referenced  to  Appendix  12,  "Sample 
Graph  Data  for  Colonels,"  which  states  that  numoer  22  has 
a  performance  score  of  96.0  and  a  truth  feller  score  of  62.4 
Note  also  that  the  chart  is  horizontally  subdivided 
into  three  areas,  or  groups.  During  the  analysis  phase  it 
was  determined  that  some  criteria  was  needed  to  group  the 
individuals  within  the  sample.  The  purpose  of  such  a  group¬ 
ing  was  to  identify  the  relative  standing  of  the  individual 
within  the  distribution  of  the  sample.  It  was  assumed  that 
approximately  20  percent  of  the  sample  would  fall  into  the 
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high  end  of  hte  distribution.  Group  II;  and  20  percent  would 
fall  into  the  low  end  of  the  distribution.  Group  III.  The 
horizontal  subdivision  represents  those  groups. 

Applying  the  "20-60-20"  logic  to  the  sample  resulted 


following  grouping 

of  colonels 

• 

FIGURE  19. 

GROUPING  OF 

COLONELS 

GROUP 

NUMBER 

% 

I 

6 

17.1 

II 

22 

62.9 

III 

7 

20.0 

TOTAL 

35 

100.0 

As  a  result  of  this  grouping  it  was  then  possible  to 
establish  performance  and  truth  teller  score  criteria. 

Given  that  the  Group  I  performance  scores  varied  from  98.1% 
to  99.8%,  a  range  of  98.1%  was  established  as  performance 
criteria  for  that  group.  Similar  " low-to-high"  logic 
was  used  to  establish  the  performance  criteria  for  the 
other  groups. 

Analysis  of  the  actual  truth  teller  scores,  however, 
showed  a  wide  range  of  scores  when  compared  to  the  performance 
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scores.  For  example,  the  truth  teller  scores  for  the  Group 
I  colonels  varies  from  a  low  of  56.0%  to  a  high  of  71.4%. 

Thus  a  similar  " low-to-high"  concept  was  used  to  establish 
the  truth  teller  "fan"  or  range.  Refer  to  Appendix  13, 
"Performance  and  Truth  Teller  Fans,"  for  a  complete  descrip¬ 
tion  of  the  group  criteria. 

Sample  Profiles 

At  this  point  in  the  study  a  series  of  profiles  were 
constructed  of  common  characterisitcs  such  as  general  statis¬ 
tics,  military  schools,  civilian  education,  performance, 
truth  teller  and  type  of  duty. 

The  general  profile  consists  of  average  age,  average  time 
in  service  (TIS)  in  years,  and  average  time  in  grade  (TIG) 
in  months  as  illustrated  in  Figure  20. 

FIGURE  20.  GENERAL  PROFILE  FOR  COLONELS 

AGE  46 

TIS  24 

TIG  11 

The  military  school  profile  consists  of  the  number 
that  attended  a  top  level  school  (TLS ) ,  the  number  that 
attended  an  intermediate  level  school  (LS) ,  and  the  number 


( 


84 


that  attended  all  other  (OTHER)  types  of  schools.  The  mili¬ 
tary  school  profile  is  illustrated  in  Figure  21: 


FIGURE  21.  MILITARY  SCHOOL  PROFILE  FOR  COLONELS 


SCHOOL  LEVEL  NUMBER  % 

TLS  18  51.4 

ILS  16  45.7 

OTHER  1  02.8 

TOTAL  35  99.9 


The  civilian  education  data  was  used  to  construct  several 
profiles.  The  first  profile  consists  of  the  number  of  individ¬ 
uals  that  have  masters  degrees  (MA/MS) ,  the  number  that  have 
bachelors  degrees  (BA/BS) ,  the  number  that  have  associate 
degrees  (AA)  and  the  number  that  have  less  than  an  associate 
degree  (OTHER) .  The  first  education  profile  is  illustrated 
in  Figure  22. 

FIGURE  22.  CIVILIAN  EDUCATION  PROFILE  »1  FOR  COLONELS 


DEGREE 

NUMBER 

% 

MA/MS 

16 

45.7 

BA/BS 

17 

48.6 

AA 

1 

02.8 

OTHER 

1 

02.8 

TOTAL 

35 

99.  9 

The  second  civilian  education  profile  compares  the  results 
from  the  sample  of  colonels  to  the  Marine  Corps  average  as  illus 
trated  in  Figure  23. 

F IGURE  23.  CIVILIAN  EDUCATION  PROFILE  #2  FOR  COLONELS 


SAMPLE  % 

DEGREE 

USMC  AVERAGE  % 

45.7 

MA/MS 

43.6 

48.6 

BA/BS 

40.8 

02.8 

AA 

0.3 

02.8 

OTHER 

6.  3 

99.  9 

TOTAL 

100.0 

The  performance  profile  was  constucted  using  the  average 
number  of  fitness  reports,  the  average  number  of  reporting 
seniors  and  the  average  number  of  months  reported  on  in  the 
fitness  reports.  Additionally,  the  average  points  scored  for 
the  performance,  quality,  general  value  and  distribution, 
and  desirability  variables  were  used.  This  profile  is  dis¬ 
played  in  Figure  24. 

*  Note  that  the  total  score  does  not  equal  the  sum  of 

the  average  scores  if  added  horizontally.  The  total  score 
has  been  expended  by  the  number  of  months  whereas  the  scores 
for  the  separate  variables  have  not. 


FIGURE  24.  PERFORMANCE  PROFILE  FOR  COLONELS 
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The  truth  teller  profile  was  constucted  using  the 
average  number  of  "one-on-one's,"  the  average  number  of 
Marines  marked  below,  with  and  above.  The  truth  teller 
data  is  illustrated  by  Figure  25. 

FIGURE  25.  TRUTH  TELLER  PROFILE  FOR  COLONELS 
1  VS  1  TT 

NO  %  BELOW  WITH  ABOVE 


4.4/14. 9 


29.5 


23 


20 


6 


Several  type  duty  profiles  were  constructed  from  the 
detail  data  of  the  sample  population.  The  first  type  duty 
profile  consisted  of  the  average  number  of  months  that  the 
individual  colonel  served  in  command,  staff,  joint  staff 
and  other  types  of  billets.  Type  duty  profile  #1  is  dis¬ 
played  in  Figure  26. 


FIGURE  26.  TYPE  DUTY  PROFILE  #1  FOR  COLONELS 


COMMAND 

STAFF 

JOINT  STAFF 

OTHER 

TOTAL 

Months  22 

24 

14 

5 

65 

%  33. 8 

36.9 

21.5 

7.7 

99.  9 

The  second  type  duty  profile  consists  of  the  average 
number  of  colonels  with  and  without  duty  in  command,  staff 
and  joint  staff  billets  while  in-grade  as  a  lieutenant 
colonel.  Type  duty  profile  #2  is  illustrated  in  Figure  27. 

FIGURE  27.  TYPE  DUTY  PROFILE  #2  FOR  COLONELS 
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A  review  of  the  profile  data  on  the  colonel  sample  per¬ 
mits  construction  of  a  "composite  profile."  For  example, 
the  average  colonel  falls  into  group  II.  He  is  46  years 
old  with  24  years  of  service,  11  months  in  grade  and  had 
attended  an  intermediate  or  top  level  school.  Additionally, 
the  "composite  colonel"  is  a  college  graduate  and  half 
possesses  advanced  degree.  His  average  performance  score 
is  95.7%,  desirability  99.3%,  quality  95.8%,  general  value 
and  distribution  95.7%  and  his  overall  performance  average 
score  is  95.7%.  The  average  colonel  has  been  graded  in  a 
"one-on-one"  situation  for  approximately  30%  of  the  time 
and  has  had  23  officers  graded  below  him,  20  with  him  and 
6  above  him  over  a  65  month  period.  His  average  truth 
teller  score  has  been  63.1%.  Approximately  34%  of  the  time 
this  colonel  has  been  in  a  command  billet,  39%  of  the  time 
he  has  been  in  a  staff  billet,  21%  of  the  time  he  has  been 
assigned  to  a  joint  staff,  and  the  remainder  of  his  time 
has  been  spent  performing  other  duties.  Approximately  88% 
of  the  colonels  in  the  sample  have  served  in  command  billets 
in-grade  as  a  lieutenant  colonel. 

Those  that  did  not  serve  in  a  command  billet  as  a 
lieutenant  colonel,  however,  did  command  as  a  major  with 
the  exception  of  the  staff  judge  advocate.  Approximately 
97%  of  the  sample  have  been  assigned  to  a  joint  staff.  A 
composite  profile  for  colonels  is  illustrated  in  Figure  28. 


FIGURE  28.  COMPOSITE  PROFILE  FOR  COLONELS 
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Model  Conclusions 

As  stated  in  the  introduction,  the  purpose  of  this 
chapter  was  to  investigate  the  possibility  of  developing 
a  more  efficient  and  effective  selection  process.  The 
analysis  and  research  has  produced  a  model  that  is  capable 
of  quantifying  and  arraying  the  objective  information  re¬ 
quired  by  selection  boards.  Additionally,  analysis  has 
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demonstrated  that  it  is  possible  to  construct  a  series  of 
profiles  which  define  similar  characteristics  within  a 
given  population;  thus  it  is  possible  to  construct  a  com¬ 
posite  profile,  or  a  "standard"  of  that  population.  The 
model  also  demonstrates  the  capability  of  providing  informa¬ 
tion  which  is  reduced  to  a  series  of  lowest  common  denomi¬ 
nators  for  use  to  compare  individuals  and  to  discriminate 
within  the  population.  However,  an  essential,  if  not 
critical,  question  remains;  "Can  this  model  provide  the 
degree  of  discrimination  required  to  select  the  best  fitted 
Marine  for  promotion?"  The  following  chapter  will  discuss 
the  question  of  discrimination  between  populations  as 
applied  to  the  model. 
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CHAPTER  V 


NARRATIVE  ANALYSIS  OF  LIEUTENANT  COLONELS  TO  COLONELS 


It  is  the  intent  of  this  chapter  to  determine  if  the 
model,  discussed  in  the  last  chapter,  is  also  capable  of 
providing  a  degree  of  discrimination  necessary  to  select 
the  best  fitted  Marines  for  promotion. 

Sample  Selection  and  Profile  Development 

The  method  to  be  used  to  test  the  model  will  be  to 
select  a  random  sample  of  lieutneant  colonels  and  grade 
that  population  as  was  done  for  this  sample  of  colonels. 
The  results  of  that  process  will  then  be  subjected  to  a 
comparative  analysis  to  the  standard  profile  for  the 
colonel  population.  The  objectives  of  the  comparative 
analysis  will  be  to  test  the  model  for  consistency  and 
validity  while  concurrently  testing  for  a  capability  to 
discriminate  both  within  and  between  populations. 

A  random  sample  of  Master  Brief  Sheets  for  lieutenant 
colonels  was  also  provided  by  Headquarters  Marine  Corps 
from  which  forty  were  selected,  analyzed  and  quantified 
in  accordance  with  the  procedures  adopted  for  the  sample 
ot  colonels.  A  primary  military  occupation  specialty 
( PMOS )  and  date  of  rank  (DOR)  distribution  of  the  lieu¬ 
tenant  colonel  sample  is  illustrated  in  Figure  29. 
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Fitness  report  scores  were  computed  for  the  lieutenant 
colonel  population  consisting  of  the  same  variables  as  those 
computed  for  the  colonels,  i.e.,  the  performance,  quality, 
general  value  and  distribution,  desirability,  and  the  truth 
teller  variables.  Additionally,  the  same  4.0  grading  system 
was  used  in  assigning  values  to  the  grades  for  the  various 
factors  contained  on  the  fitness  reports.  For  each  lieu¬ 
tenant  colonel  in  the  sample  all  fitness  reports  from  approxi¬ 
mately  May  1972  to  the  present  were  graded.  As  with  the 
sample  of  colonels,  the  data  was  grouped  into  three  major 
categories,  i.e.,  demographic,  performance  and  truth  teller 
data.  The  formats  used  to  display  this  data  were  those 
as  developed  for  the  earlier  sample.  For  the  demographic 
data  on  lieutenant  colonels  refer  to  Appendix  14,  for  per¬ 
formance  data  refer  to  Appendix  15,  and  for  the  duty  assign¬ 
ment  data  refer  to  Appendix  16. 

The  sample  lieutenant  colonel  population  was  then 
plotted  on  the  chart, "LtCol  Compared  to  Col  Sample , "Appendix 
11.  As  with  the  colonel  sample,  the  total  performance  and 
truth  teller  percentage  scores  were  used  to  plot  the  lieu¬ 
tenant  colonels.  The  data  points  are  listed  in  Appendix 
17.  The  following  explanation  applies  to  the  graph.  The 
horizontal  axis  represents  the  truth  teller  scores  which 
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vary  from  21.2  to  87.9  and  the  vertical  axis  represents  the 
performance  scores  which  vary  from  74.9  to  99.8  for  lieuten¬ 
ant  colonels.  The  performance,  truth  teller  mean  for  lieu¬ 
tenant  colonels  is  located  at  (93.8,  58.2).  The  black 
circles  represent  the  individual  scores  for  the  lieutenant 
colonels  and  the  small  number  adjacent  to  the  circle  is 
the  control  number  which  permits  cross  reference  to  the 
other  Appendices  containing  information  on  that  individual. 
For  example;  black  circle  number  22  may  be  cross  refer¬ 
enced  to  Appendix  18,  "Sample  Graph  Data  for  LtCols," 
which  states  that  number  22  has  a  performance  score  of  92.8 
and  a  truth  teller  of  58.9 

Upon  completion  of  the  plotting  of  the  lieutenant 
colonel  sample,  it  was  noted  that  a  number  of  individuals 
fell  below  the  grouping  criteria  that  was  used  for  the 
colonels.  This  was  labeled  Group  IV;  the  performance 
criteria  was  established  from  a  low  of  0.0%  to  a  high  of 
91.1%  and  the  truth  teller  range  was  established  from  a 
low  of  0.0%  to  a  high  of  49.9%.  Refer  to  Appendix  13 
for  a  detailed  explanation  of  performance  and  truth  teller 
criteria. 

Applying  the  above  criteria  to  the  lieutenant  colonel 
sample  resulted  in  the  following  distribution. 


FIGURE  30.  GROUP  DISTRIBUTION  FOR  LTCOL(S ) 
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The  same  series  of  profiles  that  were  described  in  the 
previous  chapter  for  colonels  were  then  constructed  for  the 
lieutenant  colonel  sample. 

The  general  profile  consisting  of  average  age  in  years, 
time  in  service  in  years  and  time  in  grade  in  months  for 
the  lieutenant  colonels  is  illustrated  in  Figure  31. 


FIGURE  31.  GENERAL  PROFILE  FOR  LTCOL(S) 


The  military  school  profile  consisting  of  the  number 
that  attended  a  top,  intermediate  or  other  level  of  school 


is  described  in  the  next  figure. 

FIGURE  32.  MILITARY  SCHOOL  PROFILE  FOR  LTCOL(S) 
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The  first  civilian  education  profile  consisting  of 
the  number  of  lieutenant  colonels  with  masters,  bachelors, 
associate  and  other  degrees  is  illustrated  in  Figure  33. 


FIGURE  33.  CIVILIAN  EDUCATION  PROFILE  #  1  FOR  LTCOL(S) 
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The  second  civilian  education  profile  comparing  the 
lieutenant  colonel  sample  to  the  Marine  Corps  average  is 
displayed  in  Figure  34. 

FIGURE  34.  CIVILIAN  EDUCATION  PROFILE  #2  FOR  LTCOL(S) 
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The  performance  profile  consisting  of  the  average 
number  of  fitness  reports,  reporting  seniors,  months  re¬ 
ported  on,  score,  maximum  possible  score  and  percentage 
for  the  performance,  quality,  general  value  and  distribu¬ 
tion,  and  desirability  variables  is  contained  in  the 
following  figure. 

FIGURE  35.  PERFORMANCE  PROFILE  FOR  LTCOL(S) 
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PERFORMANCE  PROFILE  FOR  LTCOL(S) 


NO  RPTS  NO  RPT  SRS  NO  MO 


*Note  that  the  total  score  does  not  equal  the  sum 
of  the  average  scores  if  added  horizontally.  The  total 
score  has  been  extended  by  the  number  of  months  whereas 
the  scores  for  the  separate  variables  have  not. 


The  truth  teller  profile  consisting  of  the  average  number 
of  "one-on-one's,"  number  marked  below,  with  and  above  is 
described  in  Figure  36. 
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The  first  type  duty  profile  consisting  of  the  average 
number  of  months  that  the  individual  lieutenant  colonel 
served  in  command,  staff,  joint  staff,  or  other  billets  is 
illustrated  below. 


FIGURE  37.  TYPE  DUTY  PROFILE  ♦!  FOR  LTCOL(S) 
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The  second  type  duty  profile  consisting  of  the  average 
number  of  lieutenant  colonels  with  and  without  duty  in  com¬ 
mand,  staff  and  joint  staff  billets  while  in  grade  as  either 
a  major  or  a  lieutenant  colonel  is  descirbed  in  the 
next  figure. 


FIGURE  38.  TYPE  DUTY  PROFILE  »2  FOR  LTCOL(S) 
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As  with  the  previous  sample,  a  composite  profile  was 
constructed  for  the  lieutenant  colonel.  For  example,  the 
average  lieutenant  colonel  falls  into  Group  IV.  He  is  44 
years  old  with  approximately  21  years  of  service  and  49 
months  in  grade.  He  is  a  graduate  of  an  intermediate  level 
school  and  possesses  54.5%  of  advanced  degree.  Additionally, 
his  average  performance  score  is  92.0%,  quality  96.7%,  general 
value  and  distribution  91.2%,  desirability  98.8%  and  his 
overall  performance  average  score  is  93.8%.  The  average 
lieutenant  colonel  has  been  graded  on  a  "one-on-one"  situa¬ 
tion  for  approximately  30%  of  the  time  and  has  had  22  officers 
graded  below  him,  17  with  him  and  11  above  him  over  a  71 
month  period.  His  average  truth  teller  score  has  been  58.2%. 
Approximately  27%  of  the  time  this  lieutenant  colonel  has 
spent  in  a  staff  billet,  15%  of  the  time  in  a  joint  staff 
billet  and  8%  of  the  time  assigned  to  other  duties.  In 
addition,  85%  of  the  lieutenant  colonels  have  served  in 
command  billets  either  as  a  major  or  a  lieutenant  colonel, 

97%  have  served  in  staff  billets  and  42%  have  served  on 
joint  staffs.  A  composite  profile  for  this  sample  is 
illustrated  in  Figure  39. 
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FIGURE  39 
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COMPOSITE  PROFILE  FOR  LTCOL(S) 
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Comparison  of  Samples 


A  tentative  conclusion  that  can  be  stated  at  this 
point,  given  the  outputs,  or  profiles,  developed  for  two 
sample  populations  is  that  the  quantification  process  of 
the  model  is  capable  of  discriminating  within  populations. 
As  demonstrated,  the  model  produced  three  levels  of  dis¬ 
crimination  for  the  colonels  and  four  levels  of  discrimi¬ 
nation  for  the  lieutenant  colonels.  To  determine  if  the 
model  is  capable  of  discriminating  between  populations  it 
will  be  necessary  to  compare  the  two  samples  and  anlayze 
the  results.  The  technique  used  to  accomplish  this  is 
to  compare  the  respective  profiles  of  the  two  samples. 

The  first  of  these  comparisons , the  general  profile, 
consisting  of  group,  age,  time  in  service,  time  in  grade, 
military  schools  and  civilian  education  statistics  is 
illustrated  in  Figure  40.  Analysis  of  Figure  40  shows 
that  the  average  officer  of  both  populations  falls  into 

l 

Group  II,  i.e.,  his  performance  score  ranges  from  94.2% 
to  98.0%  and  his  truth  teller  score  ranges  from  50.1% 
to  68.2%.  The  major  difference  of  the  two  populations 
appears  in  the  civilian  education  data.  For  the  lieu¬ 
tenant  colonel  sample  approximately  57%  possess  advanced 
degrees  compared  to  about  46%  for  the  colonels. 
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FIGURE  40.  GENERAL  PROFILE;  LTCOL  VS  COL 
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The  performance  profile  consisting  of  scores  for  the 
performance,  quality,  general  value  and  distribution  ,  and 
desirability  variables  is  displayed  in  Figure  41.  Analysis 
of  that  figure  indicates  that  the  average  colonel  scores 
higher  in  three  of  the  four  variables:  performance,  general 
value  and  distribution,  and  desirability.  The  lieutenant 
colonels,  however,  score  higher  than  colonels  in  the  quality 
variable.  The  colonels  also  score  higher  overall,  95.7% 
to  93.8%,  than  do  the  lieutenant  colonels. 

"Truth  Teller  Profile  #1,"  consisting  of  "one-on-one" 
percentages,  the  average  number  of  officers  marked  below, 
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FIGURE  41.  PERFORMANCE  PROFILE:  LTCOL  VS  COL 
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with  and  above,  the  average  number  of  months  reported  on, 
and  the  overall  average  truth  teller  score  may  be  found 
in  Figure  42.  For  both  populations  the  time  spent  in  a 
"one-on-one"  situation  is  virtually  the  same,  or  30%.  The 
colonels  score  considerably  higher,  63.1%  to  58.2%,  in 
the  overall  truth  teller  variable. 


FIGURE  42.  TRUTH  TELLER  PROFILE  #1:  LTCOL  VS  COL 
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"Truth  Teller  Profile  #2,"  Figure  43,  compares  the 
relationship  between  the  two  samples  of  the  average  numbers 
of  those  marked  below,  with  and  above.  This  figure  indicates, 
as  would  be  expected  from  the  overall  score,  that  the  colonels, 
proportionally,  have  more  people  marked  below  and  with  them 
and  fewer  marked  above  them  than  do  the  lieutenant  colonels. 

FIGURE  43.  TRUTH  TELLER  PROFILE  #2;  LTCOL  VS  COL 
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"Type  Duty  Profile  #1,"  Figure  44,  compares  the  average 
time  in  months  spent  by  colonels  and  lieutenants  in  command, 
staff,  joint  staff  and  other  duty  assignments.  For  example 
this  figure  shows  that  colonels  spend  more  time  than  lieu¬ 
tenant  colonels  in  command,  33.8%  compared  to  26.8%,  and 
joint  staff  billets,  21.5%  compared  to  15.5%.  Conversely 
lieutenant  colonels  spent  more  time  than  colonels  in  staff 
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billets,  49.2%  comapred  to  36.9%,  and  in  other  assignments 
8.5%  compared  to  7.7%. 


FIGURE  44.  TYPE  DUTY  PROFILE  »1  (MONTHS) ;  LTCOL  VS  COL 
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"Type  Duty  Profile  #2,"  Figure  45,  compares  the  average 
percentage  of  colonels  and  lieutenant  colonels  that  have 
served  in  command,  staff  and  joint  staff  billets. 

FIGURE  45.  TYPE  DUTY  PROFILE  » 2  (BILLETS) :  LTCOL  VS  COL 
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As  Figure  45  demonstrates  a  larger  percentage  of  both 
samples  have  served  in  command  billets;  88.6%  for  colonels 


and  85.0%  for  lieutenant  colonels. 

"Group  Profile  #1,"  Figure  46,  compares  the  total  sam¬ 
ples  of  both  populations  by  group  in  accordance  with  the 
criteria  contained  in  Appendix  13.  Several  things  are  ap¬ 
parent  upon  studying  that  figure.  First,  there  is  a  signi¬ 
ficant  number,  or  25%  ,  of  the  lieutenant  colonels  that 
fall  below  the  standard  previously  developed  that  indicates 
whether  the  individual  possesses  those  characteristics 
necessary  for  promotion  to  the  next  higher  rank.  Secondly, 
the  figure  indicates  that  75%  of  the  lieutenant  colonels 
should  be  "competitive"  for  promotion  and  of  those,  the  Group 
I  and  II  officers, or  62.5%  should  be  "highly  competitive." 
This  may  be  more  clearly  seen  in"Group  Profile  #2, "Figure  47. 

The  competitive  group  profile  was  developed  by  compar¬ 
ing  the  Groups  I  through  III  lieutenant  colonels  to  the 
sample  of  colonels.  That  reduced  the  number  of  lieutenant 
colonels  to  30  and  based  on  that  figure  the  percentages 
were  computed.  As  a  result,  the  figure  indicates  that  83.3% 
of  the  lieutenant  colonels  should  be  "highly  competitive" 
compared  to  80.0%  of  the  colonels  in  the  same  category, 
i.e., Group  I  and  II. 
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FIGURE  46.  GROUP  PROFILE  #1  (TOTAL) :  LTCOL  VS  COL 


It  is  also  interesting  to  note  that  the  basic  assumption 
made  previously  to  group  the  "success  population"  into  "20- 
60-20"  percentage  categories  has  been  validated  by  applying 
the  lieutenant  colonel  sample  to  the  model.  Note  that  the 
lieutenant  colonel  distribution  by  group  closely  approximates 
the  basic  assumption. 

Conclusion 

A  tentative  conclusion  that  can  be  inferred  at  this 
point  is  that  the  model,  or  the  quantification  and  arraying 
process,  has  demonstrated  the  capability  to  discriminate 
both  within  and  between  populations.  Additionally,  it  can 
be  concluded  that  the  model  has  proven  to  be  consistent  and 
valid . 

Thus,  given  a  model  that  is  capable  of  quantifying, 
arraying  and  summarizing  the  data  required  in  the  selection 
process;  capable  of  developing  promotion  standards  for  a 
given  population;  and  capable  of  discriminating  both  between 
and  within  populations , then  it  appears  that  there  is  a  better 
way,  a  more  efficient  and  effective  way,  to  select  the 
"best  fitted"  Marines.  However,  a  question  remains,  and 
that  is,  "What  is  that  system?"  That  question  will  be 
discussed  in  the  next  chapter. 
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CHAPTER  VI 


THE  PERFORMANCE  DRIVEN  EVALUATION  SYSTEM  (PDES) 

A  Proposal 

The  purpose  of  this  chapter  is  to  propose  a  new  sys¬ 
tem  to  evaluate  individuals  eligible  for  promotion  or 
assignment  that  requires  convening  selection  boards. 
Additionally,  it  is  the  intent  of  this  chapter  to  discuss 
special  features  of  this  new  performance  evaluation  system 
such  as  population  and  regression  analysis,  prediction  capa¬ 
bility,  quantitative  summary  and  arraying,  delineation  of 
selection  variables,  selection  feedback,  computer  generated 
data  and  standard  procedures. 

The  proposed  system  is  not  entirely  new  nor  totally 
different  from  that  which  selection  boards  historically 
have  used.  This  new  system  is  based  upon  the  assumption 
that  performance  is  the  most  important  variable  to  consider 
when  evaluating  not  only  an  individual's  past  "track  re¬ 
cord,"  but  more  importantly  his  future  potential.  Thus 
the  Performance  Driven  Evaluation  System  (PDES)  enhances 
the  present  process  by  providing  an  evaluation  of  an  indi¬ 
vidual's  entire  record  of  service — quantified,  summarized 
and  arrayed  by  rank  and  by  career  totals.  It  therefore 
removes  the  nitty-gritty  computational  aspect  from  selection 
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boards  by  accomplishing  that  requirement  prior  to  the 
board's  convening.  A  selection  board  would,  therefore, 
have  more  time  to  evaluate  the  written  evaluation.  Section 
"C"  of  the  fitness  report,  and  to  study  a  case  in  depth 
prior  to  presenting  that  case  for  board  consideration. 

The  board  members  would  be  in  a  better  position  to  form 
subjective  evaluations  based  on  their  professional  judg¬ 
ment  rather  than  spending  the  majority  of  their  time 
performing  computations. 

Specifically  then,  what  does  this  new  system,  the 
PDES,  consist  of?  In  general,  it  would  be  an  automated 
system  using  information  contained  in  the  JUMPS/MMS,  AFRS 
and  MAPRS  to  produce  the  required  data  to  support  the 
selection  process.  As  this  study  has  demonstrated,  vir¬ 
tually  all  the  data  required  for  the  selection  process  is 
contained  in  one  of  those  major  systems.  It  is  envisioned 
that  the  JUMPS/MMS  could  be  modified  to  include  the  demo¬ 
graphic  data  not  presently  contained  in  that  system.  An 
obvious  exception  would,  of  course,  be  the  photograph. 
However,  it  appears  feasible  to  include  the  other  required 
data  in  the  "master"  manpower  management  information  system 
of  the  Marine  Corps.  Once  included,  that  information,  along 
with  the  other  data  presently  extracted  from  the  MMS, 
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combined  with  the  objective  performance  data  presently  con¬ 
tained  in  the  AFRS  would  be  sufficient  to  support  the  PDES 
requirements  to  quantify  and  summarize  the  "total  record" 
(as  was  done  for  the  sample  populations  of  this  study) . 
However,  new  computer  .imput,  processing/  output  procedures 
and  programs  would  have  to  be  developed  and  implemented  to 
provide  the  required  MMS  and  AFRS  interface. 

Secondly,  it  would  be  necessary  to  modify  the  AFRS 
to  develop  new  programs  that  would  be  capable  of  converting 
the  fitness  report  input  data  to  a  format  compatible  for 
the  quantification  and  summarization  process.  As  was  demon 
strated  in  the  previous  chapters  this  is  both  feasible  and 
practical  and  would  eliminate  any  massive  computational 
functions  for  selection  boards. 

Assuming  that  the  above  system  modifications  were 
accomplished,  the  PDES  would  provide  several  performance 
evaluation  documents  for  use  by  selection  boards.  The 
primary  computer  generated  reports  from  the  proposed  PDES, 
for  example,  would  be  a  Detail  Fitness  Report  Summary 
(DFRS)  and  a  Consolidated  Fitness  Report  Summary  (CFRS) 
for  each  individual  eligible  for  selection.  A  sample  DFRS 
may  be  found  in  Appendix  18  and  a  sample  CFRS  may  be  found 
in  Appendix  19. 
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The  Detail  Fitness  Report  Summary  consists  of  two  major 
parts  or  selections.  Part  I  of  the  summary  consists  of  a 
detail  evaluation  of  each  fitness  report.  The  major  com¬ 
ponents  of  Part  I  are  the  heading,  present  duty  assignment 
data,  selection  variable  scores,  a  summary  of  the  variable 
scores  for  each  fitness  report,  comments,  miscellaneous 
information,  truth  teller  data  and  a  report  summary.  Part 
I  of  the  DFRS  is  illustrated  in  Figure  48. 

As  can  be  seen  from  the  figure,  the  heading  information 
consists  of  the  following  data  elements:  rank,  name  and 
initials,  social  security  number  (SSN) ,  primary  military 
occupation  specialty  (PMOS) ,  date  the  DFRS  was  prepared 
(DTD  PR)  and  page  number.  The  present  duty  assignment  data 
consists  of  the  present  major  command  that  the  Marine  is 
joined  to,  his  current  billet  assignment,  rank,  duty  mili¬ 
tary  occupation  specialty  (DMOS) ,  the  type  of  duty,  from-to 
dates  of  the  reporting  period  (RPT  PER) ,  the  occasion  of 
the  report  (RPT  OCC)  and  the  number  of  months  (RPT  MO) 
covered  by  the  report. 

The  variable  scores  information  consists  of  the  23 
fitness  report  category  scores  for  the  respective  variables. 
For  example,  under  the  performance  variable  the  seven 
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category  scores  for  regular  duties  (RD) ,  additional  duties 
(AD) ,  administrative  duties  (AM) ,  etc. ,  are  recorded  as 
well  as  the  14  categories  under  qualities,  one  category 
for  general  value  and  distribution  and  one  for  desirability. 
A  four  point  grading  system  is  used  for  each  category. 

Refer  to  Figures  7  through  9  for  the  grading  scales. 

A  tabulation  is  made  for  each  variable  displaying  the 
numerical  value  for  the  various  categories  for  that  variable 
Thus,  the  performance  variable  for  the  individual  grades 
for  regular  duties,  additional  duties,  administration  duties 
etc.,  would  show  a  value  varying  from  "N,"  not  observed,  to 
"4"  which  is  equivalent  to  an  outstanding.  A  summary  is 
then  provided  consisting  of  all  performance  points  as  a 
function  of  the  maximum  possible  points  (MPP)  given  the 
respective  marks  to  that  period.  Hence,  if  an  individual 
has  been  marked  outstanding  in  all  seven  performance  cate¬ 
gories  the  summary  would  display  28  points/28  possible 
points;  if  only  six  categories  were  marked  outstanding 
then  the  summary  would  display  24  points/24  possible  points. 

The  first  report  contained  in  Appendix  18  shows  that 
one  performance  category  was  marked  outstanding  (AD) ,  four 
were  marked  excellent  (RD,  AM,  HO  and  TP) ,  and  one  was 
marked  above  average  (HE) .  According  to  the  scale  the  grade 


would  equal  one  times  four  plus  four  times  three  plus  one 
times  two  and  six  times  four  for  the  possible  points.  This 
calculation  equals  4+12+2/6X4  or  18  points/24  possible 
points.  Note  that  a  mark  of’Not  Observed"  reduces  the  max¬ 
imum  possible  by  four  points.  Similar  calculations  are  made 
for  the  other  variables,  i.e.,  qualities,  general  value  and 
distribution  (GV  fi>D)  and  desirability.  The  summary  infor¬ 
mation  consists  of  the  points  scored  (P)  as  a  function  of 
the  maximum  possible  points  (PP)  that  could  be  scored  for 
each  variable.  A  summary  is  then  computed  of  the  totals 
of  all  variables  to  include  the  maximum  possible  points. 

The  comments  portion  indicates  a  "yes"  or  "no"  response 
regarding  remarks,  commendatory,  adverse,  disciplinary, 
qualified  for  promotion  and  combat  information  germain  to 
the  reporting  period.  The  observation  reflects  the  fre¬ 
quency  of  observation  by  the  reporting  senior;  daily  (D) , 
frequent  (F)  or  infrequent  (I). 

Under  the  miscellanious  portion  the  name,  initials 
and  rank  of  the  reporting  senior  are  recorded  as  well  as 
the  latest  physical  fitness  test  (PFT)  results.  The 
fiche  data  provides  a  cross  reference  capability  to  the 
fiche  location  for  this  particular  fitness  report, which  will 
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aid  board  members  to  rapidly  locate  a  specific  report  to 
research  subjective  evaluation  or  items  of  special  interest 
such  as  commendatory  material  or  adverse  comments. 

The  distribution  or  truth  teller  variable  is  treated 
in  a  dual  manner.  As  previously  discussed  a  numerical  grade 
for  general  value  is  assigned  to  the  markings  according  to 
the  fitness  report  grade,  viz. ,  outstanding,  above  average, 
etc.  How  an  individual  is  graded  in  comparison  with  contem¬ 
poraries,  i.e.,  the  distribution,  is  reflected  in  the  cate¬ 
gories  of  below,  with,  or  above.  A  truth  teller  percentage 
is  then  calculated  using  the  traditional  formula  of 
B+W/B+2W+A;  where  B  equals  the  number  graded  below  this 
individual,  W  equals  the  number  gr?  "’ed  with  and  A  equals 
the  number  graded  above.  The  example  contained  in  the  first 
report  in  Appendix  18,  for  instance,  shows  there  were  10 
below,  4  with  and  2  above.  Applying  these  figures  to  the 
above  formula,  10  +  4/10+2  (4) +2 ,  equals  14/20  or  a  truth 
teller  of  70.0%. 

The  report  summary  reflects  the  total  points  scored 
(TP)  as  a  function  of  the  total  maximum  possible  points  (TPP) 
weighed  by  the  number  of  months  of  the  report  to  compen¬ 
sate  for  reports  of  different  lengths  of  time.  The  result¬ 
ing  calculation  is  the  total  points/  total  possible 


The 


points  which  is  also  displayed  as  a  percentage  grade, 
example  for  the  first  fitness  report  found  in  Appendix  18 
is  illustrated  in  Figure  49. 

Part  II  of  the  DFRS  consists  of  a  summary  for  all  re¬ 
ports  for  a  given  rank.  The  major  components  of  Part  II 
are  general  information,  a  summary  by  category,  a  summary 
by  variable,  a  summary  of  reports,  truth  teller  data  and  a 
total  rank  summary.  Part  II  of  the  DFRS  is  illustrated 
in  Figure  50. 

The  general  information  consists  of  the  total  number 
of  reports  submitted,  the  total  number  of  reporting  seniors 
and  the  total  number  of  months  reported  on  for  a  given  rank. 

The  summary  by  category  (CAT  SUM) consists  of  the  points 
scored  as  a  function  of  the  maximum  possible  points  that 
could  be  scored  summarized  by  variable  for  all  reports. 

Again  referring  to  Appendix  18,  the  performance  categories 
(RD,  AD,  AM,  HO,  HE,  TP  and  TH)  are  summarized  for  all  re¬ 
ports  and  reflect  39  points  scored  of  a  possible  48  points. 

The  same  summary  is  provided  for  the  other  variables. 

The  summary  by  variable  (VAR  SUM)  for  all  reports  is  also 
provided  which  reflects  the  total  points  scored  compared  to 
the  total  possible  points  by  variable.  For  example,  under 
the  performance  variable  (PER)  the  summary  indicates  18/24 
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FIGURE  4  9,  REPORT  SUMMARY  CALCULATION 


FIGURE  50. 

DETAIL  FITNESS  REPORT  SUMMARY-PART  II:  RANK  SUMMARY 
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and  21/24  for  a  total  of  39  points  scored  out  of  a  total 
possible  48  points.  This  is  also  displayed  as  a  per¬ 
cent  score  of  81.3.  The  other  variables  are  also  displayed 
in  similar  manner. 

The  summary  of  reports  (RPT  SUM)  displayed  which  reflects 
the  number  of  months,  the  total  points  scored  as  a  function 
of  the  total  possible  points  for  each  report.  This  score  is 

then  extended  by  the  number  of  months  and  reflects  the  extended  t 

points  scored  as  a  function  of  the  extended  possible  points. 

This  score  is  also  recorded  as  a  percentage.  For  example, 
the  first  report  in  Appendix  10  reflects  a  report  total  of 
63/80  which  extended  by  6  months  equals  378/480  EXT  P/PP 
for  a  percent  score  of  78.8.  The  report  summaries  are  then 
aggregated  into  a  rank  total  which  reflects  the  total  points 
scored  as  a  function  of  the  total  possible  points  for  all 
fitness  reports  submitted  for  that  rank.  That  rank  score 
is  also  displayed  as  a  percent.  The  example  shows,  for 
instance,  a  rank  total  of  780  points  scored  of  936  possible 
points  for  an  84.3  percent  score.  The  truth  teller  is 
likewise  summarized  by  computing  a  composite  percentage 
for  all  reports  of  that  rank.  The  example  shows  that  there 
were  a  total  of  18  below,  6  with  and  2  above  which  computes 
to  a  75.0%. 
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The  DFRS  would  provide  similar  composites  for  all  ranks 


and  once  produced  could  be  made  a  part  of  an  individual's 
permanent  record.  Only  the  present  rank  DFRS  would  have 
to  be  reproduced  over  time  to  include  the  latest  fitness 
report  information. 

Consolidated  Fitness  Report  Summary 

The  Consolidated  Fitness  Report  Summary  (CFRS) ,  Appendix 
19,  also  consists  of  two  major  parts.  Part  I  of  the  summary 
consists  of  demographic  data  and  is  composed  of  the  heading, 
general  data,  service  computation  data,  awards  data,  education 
data  and  current  duty  assignment  data.  Part  I  of  the  CFRS 
is  illustrated  in  Figure  51. 

As  can  be  seen  from  the  figure  the  heading  information 
consists  of  the  following  data  elements:  rank,  name  and 
initials,  SSN,  MPOS,  additional  military  occupation  specialty 
(AMOS) ,  general  classification  test  (GCT)  score,  date  the 
CFRS  was  prepared  and  page  number. 

The  general  data  consists  of  date  of  birth  (DOB) ,  sex, 
weight-to-height  ratio  (WT/RATIO) ,  ethnic  group  (ETH  GROUP) 
and  home  of  record  (HOR) . 

The  service  computation  data  consists  of  pay  entry  base 
date  ( PEBD) ,  expiration  of  active  service  (EAS) ,  permanent 
rank,  date  of  rank  (DOR) ,  armed  forces  active  duty  base  date 
(AFADBD) ,  expiration  of  current  contract  (ECC),  lineal  number, 
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FIGURE  51 


contract  legal  agreement  (CLA) ,  active  naval  duty  base 
date  (ANDBD) ,  current  active  naval  base  date  (CANBD), ser¬ 
vice  date/year  group  (SD/YG) ,  date  first  accepted  limited 
duty  officer  (DFALDO) ,  date  original  entry  into  the  armed 
forces  (DOEAF) ,  date  first  commissioned  (DFCOMM) ,  date 
designated  naval  aviator  (DDNA) ,  and  flight  hours  (FLT-HRS) . 

The  awards  data  reflects  all  personal  decoration  that 
the  individual  has  received  along  with  the  year  that  the 
decoration  was  awarded. 

The  education  data  consists  of  civilian  education,  for¬ 
mal  military  schools  attended  and  foreign  language  informa¬ 
tion.  The  civilian  education  describes  the  curriculum  title, 
degree  and  the  year  that  the  degree  was  awarded.  The  military 
school  information  describes  the  name  of  the  school  and  the  year 
the  individual  attended. 

The  current  duty  assignment  data  consists  of  the  monitored 
major  command  code  (MCC) ,  billet  title,  type  duty,  DMOS,  date 
current  tour  began  (DCTB) ,  and  the  overseas  control  date  (OSCD) . 

Part  II  of  the  CFRS  consists  of  an  aggregation  of  an 
individual's  entire  fitness  report  record  of  service  consolidated 
into  a  career  summary.  The  major  components  of  Part  II  are 
career  summary,  and  rank  summaries  for  all  ranks  held  by  a 
given  individual.  In  the  example,  Appendix  19,  note  that 


three  rank  summaries  are  provided:  lieutenant  colonel, 
major  and  captain- lieutenant .  The  career  summary  as  well 
as  the  rank  summaries  consists  of  general  information,  a 
performance  summary,  a  total  summary  and  a  truth  teller 
summary  as  illustrated  in  Figure  52. 

The  general  information  consists  of  the  total  number 
of  months  reported  on,  the  total  number  of  fitness  reports 
submitted  and  the  total  number  of  reporting  seniors.  In 
the  example.  Appendix  19,  note  that  for  the  career  summary 
215  months  are  covered  by  56  reports  submitted  by  29  dif¬ 
ferent  reporting  seniors. 

The  career  performance  summary  (CAREER  SUM)  indicates 
points  scored  as  a  function  of  the  maximum  possible  points 
that  could  be  scored  for  the  performance,  quality,  general 
value  and  distribution,  and  desirability  variables.  Those 
scores  are  also  recorded  as  a  percentage.  For  example. 
Appendix  19  shows  a  performance  variable  career  summary 
to  be  811  points  scored  of  a  possible  988  points  which  con¬ 
verts  to  82.1%.  The  other  variables  are  also  displayed 
in  a  similar  manner. 

The  career  total  summary  consists  of  the  total  points 
scored  for  all  variables  as  a  function  of  the  total  possible 
points  that  could  be  scored.  This  score  is  also  displayed 
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FIGURE  52. 
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as  a  percentage.  The  example  in  Appendix  19  shows,  for 
instance,  a  career  total  score  of  13965  points  scored  of 
a  possible  15524  points  which  converts  to  a  90.0%. 

The  career  truth  teller  information  consists  of  the 
number  of  reports  that  the  individual  received  while  in 
a  "one-on-one"  situation  as  a  function  of  the  total  number 
of  reports  for  that  individual.  This  ratio  is  also  con¬ 
verted  to  a  percentage.  The  career  "one-on-one"  example. 
Appendix  19,  shows  that  16  of  56  reports  were  in  that 
category,  or  28.7%  of  the  time  this  individual  was  in  a 
"one-on-one"  situation.  The  career  truth  teller  is  likewise 
summarized  by  computing  a  composite  percentage  for  all 
reports.  The  example  shows  that  there  were  a  total  of  51 
below,  55  with  and  40  above  which  computes  to  a  52.7%. 

As  previously  mentioned,  similar  summaries  are  pro¬ 
vided  for  all  ranks  held  by  the  individual  that  is  the 
subject  of  the  report. 

Other  Features 

The  conceptual  design  of  the  PDES  is  specifically 
oriented  toward  providing  direct  informational  support  to 
the  Marine  Corps  process.  This  can  be  accomplished  in 

different  ways.  Inherent  in  this  system  is  the  capability 
of  support  prior  to  the  convening  of  boards  to  perform 
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the  actual  selection  process,  support  during  board  sessions 
and  support  following  the  board  proceedings. 

An  important  feature  of  this  system,  and  one  histori¬ 
cally  that  has  not  been  exploited  by  the  Marine  Corps,  is 
ore-board  population  analysis.  Given  a  population  that 
is  eligible  for  selection  it  is  possible  to  develop  profiles 
which  can  be  easily  compared  to  an  established  standard  or 
compared  to  a  similar  profile  from  prior  year  populations. 

As  has  been  demonstrated,  the  PDES  is  capable  of  producing 
these  profiles  which  could  be  used  to  assist  selection 
boards  in  making  the  difficult  choices  between  individuals. 

It  is  also  envisioned  that  profiles  could  be  prepared, 
analyzed  and  perhaps  even  used  in  the  development  of  the 
precept  for  the  various  selection  boards.  This  information 
would  also  be  useful  when  applied  against  eligible  popula¬ 
tions  to  determine  numbers  of  competitive  and  non-competitive 
candidates  which  might  indicate  that  zones  have  to  be 
adjusted  to  insure  that  adequate  numbers  of  qualified 
personnel  are  available. 

The  PDES  is  capable  of  predicting  those  who  are  highly 
competitive,  competitive,  and  not  competitive.  The  mere 
fact  that  the  model  has  that  capability  would  be  useful 
to  a  selection  board  as  a  check  and  balance.  Should,  for 
example,  a  highly  competitive  individual  not  be  selected, 


there  is  a  reason  which  should  be  documented  in  the  individ¬ 
ual's  case  that  justifies  the  non-selection. 

Upon  completion  of  the  selection  process  the  PDES 
is  capable  of  providing  a  regression  analysis  which 
would  consist  of  a  profile  of  the  common  characteristics 
of  those  individulas  selected  and  those  not  selected- 
This  information  would  be  of  considerable  value  throughout 
the  various  command  levels  of  the  Marine  Corps  and  should 
assist  in  the  management  of  our  most  expensive  resource- 
people.  Additionally,  feedback  from  the  PDES  would  be 
equally  important  to  an  individual  in  managing  his  own 
career,  particularly  when  that  individual  knows  how  he 
"stacks  up"  against  his  contemporaries  or  compares  to 
a  given  standard. 
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CHAPTER  VII 


CONCLUSIONS  AND  RECOMMENDATIONS 


Conclusions 

1.  That  the  present  promotion  system  is  a  good  system 
but  does  not  fully  utilize  the  current  system  capabilities 
of  the  MMS,  MAPRS  and  the  AFRS . 

2.  That  better  than  95%  of  the  information  required 
by  selection  boards  currently  exists  in  digital  form  in 
either  the  MMS,  MAPRS  or  the  AFRS. 

3.  That  the  current  USMC  fitness  report  (1610)  is 
a  valid,  comprehensive,  flexible  and  highly  useful  docu¬ 
ment  that  is  capable  of  providing  for  a  detailed  evaluation 
of  the  objective  and  subjective  professional  and  personal 
data  contained  therein. 

4.  That  the  fitness  report  has  not  been  fully  used 
to  the  maximum  capability  particularly  regarding  the 
quantification  and  summarization  of  the  objective  perfor¬ 
mance  data. 

5.  That  there  is  no  standard  selection  criteria  for 
officer  and  senior  enlisted  personnel. 

6.  That  the  selection  process  is  primarily  subjective 
with  a  strong  reliance  on  partial  and  incomplete  quantification 
of  performance  and  distribution  ("truth  teller")  factors. 
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7.  That  the  current  selection  process  is  manpower 
intensive  in  that  it  requires  a  major  manual  effort  on 

the  part  of  board  members  to  quantify  and  compute  objective 
performance  data. 

8.  That  the  automated  fitness  report  system  currently 
lacks  system  accuracy  and  completeness  thereby  requiring 
full  verification  from  source  media  personnel  record. 

9.  That  the  MMS  should  be  modified  to  include  the 
additional  data  elements  required  to  support  the  selection 
process . 

10.  That  the  transition  from  paper  personnel  records 
in  1980  to  the  automated  microfiche  system  will  require 
major  procedural  changes  to  the  current  selection  process. 

11.  That  the  MAPRS  could  be  modified  to  provide  for 

a  capability  of  cross  indexing  the  location  of  fitness  re¬ 
ports  from  the  microfiche  to  the  AFRS  Master  Brief  Sheet. 

12.  That  system  modifications  and  procedural  changes 
required  for  the  1980  media  transition  could  be  initiated 
within  6  months  to  prevent  major  complications  with  the 
scheduled  selection  boards. 

13.  That  a  selection  model  can  be  developed  that  is 
capable  of  defining  promotion  standards,  quantifying  and 
summarizing  objective  performance  data,  and  for  providing 
discrimination  within  and  between  populations. 


14.  That  regression  analysis  techniques  relating  to 
selection  board  activities  would  provide  needed  feedback 
to  Headquarters  and  to  the  field  commands  relating  to 
current  standards  of  personnel  selected. 

15.  That  the  AFRS  could  be  modified  and  the  capabili¬ 
ties  of  that  system  enhanced  to  provide  for  the  quantifi¬ 
cation  of  fitness  report  factors  and  the  aggregation, 
grouping  and  summarization  of  same. 

16.  That  the  procedural  aspects  of  the  selection  pro¬ 
cess  can  be  optimized  by  developing  and  implementing  the 
Performance  Driven  Evaluation  System  (PDES)  model. 

17.  That  an  alternative,  upgraded  promotion  process 
is  needed  and  that  it  can  be  accomplished  within  the  time 
required  by  Marine  Corps  assets. 

18.  That  pre-1972  fitness  report  conversions  would 
enhance  the  overall  capability  of  AFRS. 

Recommendations 

1.  That  the  MMS  be  modified  to  include  all  the  data 
required  to  support  the  selection  process. 

2.  That  the  MAPRS  be  modified  to  provide  for  cross 
indexing  the  location  of  fitness  reports  from  the  micro¬ 
fiche  to  the  AFRS. 

3.  That  the  AFRS  be  modified  to  include  a  selection 
model  similar  to  the  PDES  to  provide  for  the  quantification. 
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summarization  and  grouping  of  data  necessary  to  fully 
support  the  promotion  process. 

4.  That  the  above  modifications  be  approved  and 
inititated  within  six  months  to  prevent  complications 
with  the  selection  board  schedule. 

5.  That  efforts  be  made  to  convert  the  pre-1972 
fitness  reports  for  use  with  the  AFRS  and  that  conver¬ 
sion  be  keyed  to  the  field  grade  promotion  board 
populations . 
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SYSTEM  NAME: 
OBJECTIVE : 


SPONSOR: 

USERS: 


DESIGNER/ 

PROGRAMMER: 

STATUS: 

SYSTEM  DESCRIPTION: 
GENERAL: 


AUTOMATED  FITNESS  REPORTING  SYSTEM  (APRS) 

To  provide  Headquarters  Marine  Corps  (HQMC)  Personnel 
Management  Division  (MM)  with  complete  and  current 
personnel  evaluation  information  for  all  officers,  warrant 
officers,  and  noncommissioned  officers  in  the  grade  of 
sergeant  and  above.  This  information  is  essential  to 
the  assignment  and  promotion  of  Marine  Corps  personnel. 

Personnel  Management  Division  (MM) ;  managed  by  the 

Plans  and  Analysis  3ranch  (MMPA) 

Personnel  Management  Division  (MM) 

Officer  Assignment  Branch  (MMOA) 

Enlisted  Assignment  Branch  (MMEA) 

Promotion  Branch  (MMPR) 

Career  Planning  Branch  (MMCP) 

Manpower  Plans  and  Policy  Division  (MP) 

Manpower  Control  Branch  (MPC) 

Miscellaneous  Marine  Corps  agencies  involved  in  man¬ 
power  research  and  analysis 

The  system  was  designed,  developed  and  implemented 
by  Marine  Corps  personnel  assigned  to  HOMC;  Personnel 
Management  Divison  (MM)  and  Information  System  Support 
and  Management  Division  (ISM). 

Implemented 


Marine  Corps  fitness  reports  are  submitted  periodically 
on  all  commissioned,  warrant  and  noncommissioned  officers 
in  the  grade  of  sergeant  and  above.  These  reports, 
submitted  by  an  individual's  reporting  senior,  record 
each  Marine's  duty  performance  and  is  used  at  HQMC  in 
determining  duty  assignments  and  in  selection  for  pro¬ 
motion.  The  AFRS  provides  an  automated  method  for 
collecting,  maintaining  and  disseminating  fitness 


information. 


I 


The  AFRS  utilizes  source  data  automation  (SDA)  and 
optical  character  recognition  (OCR)  equipment  to 
capture  fitness  data  from  individual  fitness  report 
forms.  Forms  are  scanned  at  HQMC  on  a  daily  basis 
and  updating  of  the  AFRS  data  base  is  performed  when 
a  sufficiently  large  number  of  Individual  new  fitness 
reports  have  been  accumulated.  Basic  outputs  from 
the  AFRS  consists  or  the  Personnel  History  Cards, 

Master  Brief  Sheets  and  Fitness  Report  Briefs  which 
are  disseminated  to  the  appropriate  agencies  through¬ 
out  HQMC. 

DATA  INPUT:  The  AFRS  uses  source  data  automation  (SDA)  to  capture 

complete  performance  data  on  officers  and  staff  non¬ 
commissioned  officers.  Optical  character  recognition 
equipment  at  HQMC  automatically  processes  USMC  fitness 
reports  (NAVMC  10835)  which  have  been  prepared  by 
reporting  seniors.  As  part  of  the  processing,  the  AFRS 
data  base  is  updated. 

The  Manpower  Management  System  (MMS)  is  also  used  for 
data  input  into  AFRS.  Data  elements  from  the  MMS 
Headquarters  Master  File  (KMF)  are  utilized  in  pre¬ 
paring  Personnel  History  Cards  (NAVMC  HQ  472) ,  and  the 
HMF  is  also  periodically  used  to  identify  those 
officer's  AFRS  records  which  should  be  removed  from 
data  base  and  placed  in  a  historical  file  (separations, 
retirements,  etc.).  A  description  of  the  HMF  can  be 
found  under  MMS. 

FILE  DESCRIPTIONS: 

The  AFRS  data  base  consists  of  two  separate  but  inter¬ 
related  files.  The  Master  Header  File  (MHF) ,  contains 
a  single  111  byte  record  for  each  Marine  Corps  officer 
with  fitness  report  information.  The  MHF  consists  of 
data  from  the  most  recent  fitness  report  but  does 
not  Include  any  performance  rating.  Specific  MHF  data 
elements  are: 
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Data  Element 


Field  Position 


System  Aid  1-3 

Social  Security  Number  4-13 

Initials  14-16 

Present  Grade  17-18 

Last  Name  and  Suffix  19-38 

Primary  Military  Occupational  Specialty  39-42 

Reporting  Period  43-54 

Reporting  Occasion  Code  55-56 

Table  of  Organization  Number  57-62 

Table  of  Organization  Line  Number  63-67 

Type  Senior  Noncommissioned  Officer  68 

Total  Number  of  Dependents  69- '0 

Dependent  State/Country  Location  -1  71-72 

Dependent  City/County  Location  -  1  73-75 

Preference  for  Duty  -  1st  76-78 

Preference  for  Duty  -  2nd  79-81 

Preference  for  Duty  -  3rd  82-84 

Reporting  Senior  Duty  Recommendation  85 

Filler  86-87 

System  Aid  88-95 

Filler  96-98 

Dependent  Contemplated  Location  99-101 

System  Aid  102-111 


The  second  data  file  within  the  AFRS  is  the  Master 
Record  File  (MRF) .  It  contains  a  196  byte  for  each 
fitness  report  submitted  on  an  individual  Marine.  Not 
only  does  the  file  include  all  past  performance 

racings,  but  also  a  history  of  duty  assignments.  The 

* 

MRF  description  is: 


* 

'  Note:  The  MFR  actually  contains  two  different 

record  formats.  The  one  described  is  for  those  fitness 
reports  recorded  on  the  SDA  fitness  forms  (NAVMC  10835) 
which  are  currently  being  utilized.  Information  from 
the  pre-SDA  fitness  report  forms  (NAVMC  10147  and 
10233)  was  manually  entered  during  the  start-up  of  the 
AFRS  and  is  scored  in  a  pre-SDA  format.  Pre-SDA  data 
elements  and  their  format  can  be  found  in  the  Source 
Data  Automated  Fitness  Reporting  Svsten;  Logic  Specifi¬ 
cations  for  Monthly  process ino  report,  9  June  1971. 
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Data  Element 


Field  Position 


Record  Code  1 

System  Aid  2-4 

Social  Security  Number  5-14 

Initials  15-17 

Present  Grade  18-19 

Present  Monitored  Command  Code  20-22 

Present  Reporting  Unit  Code  23-27 

Reporting  Period  28-39 

Reporting  Occasion  40-41 

Extended  Report  Code  42 

Duty  Type  43 

Duty  Descriptive  Title  44-63 

Duty  Duration  64-65 

Table  of  Organization  Number  66-71 

Duty  Military  Occupational  Specialty  72-75 

Reporting  Senior  Identification  76-88 

Rifle  and  Pistol  Qualification  89-90 

Physical  Fitness  Qualification  91-94 

Performance  Ratings  95-101 

Qualities  Ratings  102-115 

General  Value  Rating  116 

General  Value  Rating  Distribution  117-127 

Desirability  Rating  128 

Additional  Reports  Indicator  129-131 

Observation  Code  132 

Ptomotion  Qualification  133 

System  Aid  134-135 

Monitored  Command  Title  136-165 

Duty  Descriptive  Title  166-195 

Filler  196 


METHODOLOGY:  The  AFRS  collects,  stores  and  disseminates  fitness 

report  information.  Fitness  reports  are  scanned  by 
OCR  equipment  and  stored  on  magnetic  cape  as  they  are 
received  daily  at  HQMC.  When  a  sufficient  number 
have  been  processed,  the  tape  is  used  to  perform  a 
complete  update  of  the  MHF  and  MRF.  AFRS  output  is 
prepared  and  disseminated  periodically  as  determined 
by  MMPA.  Both  Che  MHF  and  MRF  can  be  accessed  on  a 
non-recurring  basis  using  the  MARK  IV  retrieval 
language  although  because  of  personnel  privacy  only  MMPA 
has  this  capability. 
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OUTPUT : 


The  Ficness  Report  Brief  (NAVMC  HQ  477)  and  Personnel 
History  Card  (NAVMC  HQ  472)  provide  the  Personnel 
Management  Division  (MM)  with  personnel  management 
information  on  which  to  base  classifications  and 
assignments  and  to  conduct  career  planning.  The 
Fitness  Report  Brief  displays  an  individual's  fitness 
ratings  for  the  latest  fitness  report  as  well  as  all 
past  reports.  The  Brief  also  contains  current  duty 
information  and  the  individual's  preference  for  next 
duty. 

The  Personnel  History  Cards  are  processed  from  bocn 
the  AFRS  data  base  and  the  MMS  HMF.  They  contain 
practically  all  the  available  MMS  information  available 
at  HQMC  but  very  .little  AFRS  information.  Basically, 
the  only  AFRS  information  in  the  cards  is  a  chronological 
listing  of  an  individual's  duty  assignments.  The 
only  fitness  marks  on  the  card  are  those  related 
to  regular  duty,  General  Value  and  Desirability. 

Another  output  from  the  AFRS  are  the  Master  Brief 
Sheets  (NAVMC  HQ  466).  These  reports  are  prepared  for 
all  selection  boards  and  include  both  AFRS  and  MMS 
information.  The  3rief  Sheets  contain  fitness  report 

ratings  for  all  past  duty  assignments  and  a  limited 
amount  of  MMS  information  related  to  the  Marine's 
current  status.  Like  the  other  reports  produced  by 
Che  AFRS,  Master  Brief  Sheets  can  be  produced  either  on 
hard  copy  (paper)  or  on  microfiche. 

The  final  output  from  the  AFRS  is  MMS  unit  diaries 
entries  which  update  the  MMS  central  master  file  (CMF) 
located  in  Kansas  City,  Missouri.  The  unit  diaries  are 
automatically  produced  on  computer  cards  and  record  the 
duty  preference  of  each  Marine  as  report  on  the  fitness 
report. 
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DATA  PROCESSING: 


REFERENCE: 


la  addition  to  the  outputs  used  at  HQMC  listed  above, 

AFRS  produces  Fitness  Report  Receipts  (NAVMC  HQ698) 
and  Requests  for  Fitness  Report  (NAVMC  HQ455).  These 
reports  are  mailed  to  individuals  on  whom  fitness  reports 
are  written.  The  former  report  provides  acknowledge¬ 
ment  that  a  fitness  report  has  entered  the  system  and 
the  latter  requests  that  fitness  reports  be  submitted 
to  cover  periods  for  which  no  fitness  reports  exist  in 
an  Individual's  record. 

The  AFRS  is  run  entirely  ar  HQMC  on  the  IBM  360/65 
computer  and  uses  peripheral  OCR  equipment  to  scan 
the  fitness  reports  and  a  micrographic  processor  in 
order  to  produce  microfiche.  The  programming 
language  used  for  the  system  is  COBOL  ,  but  both  the 
MHF  and  MRF  can  be  accessed  using  the  MARK  IV  retrieval 
language. 

Marine  Corps  Order  1610. 7A 

Subject:  Performance  Evaluation  System,  14  March  1972 
Change  1,  30  October  1972 
Change  2,  April  1975 
Change  3,  24  April  1975 

Source  Para  Automated  Fitness  Reporting  System  Report 

Volumes:  General  Information.  31  July  1970 

Input/Qurpnr .  28  October  1970 

Lnclr  Soeci ficatlon  for  Dally  Processing. 

7  December  1970 

Personnel  History  Card.  3  June  1971 

Logic  Specification  for  Monthly  Processing.. 

9  June  1971 

Fitness  Report  Field  Test.  10  June  1971 
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SYSTEM  FLOWCHART:  AFRS 


APPENDIX  2 

MARINE  AUTOMATED  PERSONNEL  RECORDS  SYSTEM  (MAPRS) 


J 


/ 


SYSTEM  NAME:  MARINE  AUTOMATED  PERSONNEL  RECORDS  SYSTEM  (MAPRS) 


OBJECTIVE  : 


SPONSOR: 

USERS: 


The  Marine  Automated  Personnel  Records  System 
(MAPRS)  provides  for  the  storage,  maintenance 
and  accuracy  of  all  active  duty,  active  reserve 
and  other  personnel  records.  The  system  provides 
the  official  repository  for  original  documentation 
used  for  verification  purposes  for  correspondence 
purposes,  litigation,  selection  boards  and  for 
military  assignments. 

Deputy  Chief  of  Staff  for  Manpower  (M) 

With  functional  responsibility  assigned  to 
Manpower  Management  Service  Record  Book  (MSRB) 

As  the  official  records  bank  of  the  Marine 
Corps  for  all  personnel  on  active  duty  or  in 
an  active  reserve  status,  the  MAPRS  provides 
for  the  reproduction  of  personnel  records  for 
use  throughout  the  Headquarters  and  at  such 
places  as  may  be  directed  by  appropriate 
authority.  Principal  users  include  the  Marine 
Corps  assignment  personnel  (MMDA) ,  (MMEA) , 
Recruiting  personnel  (MMRA) ,  Promotion  Branch 
(MMPR) ,  and  Manpower  Plans  and  Programs  (MP) . 

MAPRS  supports  the  entire  headquarters  staff. 
Additionally,  the  system  supports  requests 
from  individual  Marines  requesting  copies  of 
personal  records  as  covered  by  the  Freedom  of 
Information  Act. 


DESIGNER/ 

PROGRAMMER:  Program  is  under  the  development  of  Code  M, 

with  the  program  manager  identified  as  the 
Special  Assistant  to  the  DC/S  for  Manpower. 
System  implementation  and  the  functional  aspects 
of  records  management  are  the  same  as  the 
replaced  system,  the  direct  responsibility  of 
MSRB.  Records  conversion  is  currently  under 
contract  to  General  Electric  Corporation, 
Alexandria,  Va .  Systems  dosign,  integration, 
and  software  is  handled  by  ACCESS  Corporation, 
Cincinatti,  Ohio.  The  Special  Assistant  is 
the  Program  Manager  for  all  efforts  of  the 
MAPRS. 


STATUS: 


Program  was  initiated  in  1976,  with  an 
approved  5  year  program.  Currently,  system 
hardware  has  been  procured  and  equipments  are 
being  phased  into  the  physical  area  of  the 
current  records  branch  spaces.  Software  is 
being  written  and  implemented  on  the  ADPE  at 
the  records  branch  location.  A  major  records 
conversion  effort  is  currently  underway.  The 
multiyear  effort  is  scheduled  for  completion 
in  December,  1980. 

SYSTEM  DESCRIPTION: 

GENERAL:  The  MAPRS  was  initiated  in  1976  as  a  direct 

result  of  congressional  concern  emanating  from 
the  large  scale  loss  of  original  personnel 
records  in  a  major  fire  at  the  federal  repository 
in  St.  Louis.  The  military  services  were  directed 
to  formulate  systems  whereby  dual  copies  of  the 
original  records  could  be  maintained. 

Over  352,000  records  are  located  at  Headquarters 
Marine  Corps ,  located  in  the  Navy  Annex  in 
Washington,  D.C.  The  records  represent  over  25 
million  document  pages  of  varying  sizes,  formats, 
and  differing  readability  qualities.  All  updating, 
correspondence  responses  and  uses  of  the  original 
documents  are  controlled  by  the  records  branch 
personnel . 

The  MAPRS  represents  a  conversion  of  all  paper 
personnel  files  to  a  microfiche  format.  The 
format  is  the  DOD  standard  90  image  per  fiche 
that  is  used  by  all  of  the  services .  The  fiche 
original  is  updateable  by  camera  systems  that 
are  integral  to  the  records  branch.  Microfiche 
are  maintained  in  plastic  carriers  that  are 
uniquely  notched  for  use  in  large  electro -mechani - 
cal  storage  and  retrieval  systems.  Records  can 
be  randomly  stored  and  retrieved  in  a  matter  of 
seconds.  The  large  scale  storage  devices  are 
controlled  by  a  front  end  processor.  That  pro¬ 
cessor  is  a  management  tool  for  the  records 
branch  that  is  capable  of  conducting  numerous 
supporting  routines  to  include,  update,  customer 
service,  new  accessions,  immediate  reenlistment, 
broken  reenlistment,  drop  process  and  a  drop 
card  process. 

The  MAPRS  requires  inputs  from  the  MMS  for  data 
of  a  demographic  nature.  Data  element  definitions 
derived  from  MMS  conform  'to  that  standard  for 
commonality . 
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The  MAPRS  original  is  maintained  in  the 
vault  area  of  MSRB .  Where  in  the  past  the 
original  record  was  signed  out  to  various 
departments  within  the  headquarters,  the 
adoption  of  the  MAPRS  has  produced  an  original 
that  is  controlled  within  the  vault  system  at 
all  times.  The  record  is  available  100%  of 
the  time,  therefore  record  updates  are  accomplished 
on  a  daily  basis.  This  increased  accuracy  of 
the  record  is  a  major  factor  in  the  system. 
Additionally,  the  users  of  the  record  are 
provided  a  duplicate  copy  of  the  record.  The 
duplicate  cannot  be  changed,  is  controlled  in 
the  same  manner  as  other  offcial  records  and 
multiple  users  can  be  serviced  simultanously . 

Dual  copies  of  the  original  record  will  be 
maintained  at  another  location  such  as  Quantico, 
Virginia  in  case  of  a  records  disaster  at  the 
headquarters . 

A  unique  feature  of  the  MAPRS  is  that  all  records 
that  are  to  be  retired  when  a  Marines  service 
has  been  completed  are  filmed  onto  the  same  type 
records  media.  This  is  known  as  the  "Chaining 
concept".  The  field  record.  Service  Record  Book, 
medical  records ,  special  correspondence  and  the 
master  record  at  Headquarters  Marine  Corps  are 
all  contained  in  the  same  filmed  packet  and  sent 
the  a  federal  repository. 

The  MAPRS  is  a  significant  system  improvement  in 
the  records  control  process  within  the  Marine 
Corps.  Its  increased  capability,  accuracy  and 
timeliness  of  support  will  have  major  impacts  on 
the  supportability  of  headquarters  staffs. 

DATA  INPUT:  All  data  that  is  put  into  the  record  is  done 

by  transmittal  from  commands  and  organizations 
and  in  some  cases  by  the  individual.  Current 
regulations  specify  document  inputs  required 
for  entry  into  the  MAPRS. 
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APPENDIX  3 

MANPOWER  MANAGEMENT  SYSTEM  (MMS) 


SYSTEM  NAME:  MANPOWER  MANAGEMENT  SYSTEM  (MMS) 

OBJECTIVE:  The  US  Marine  Corps  Joint  Uniform  Military  Pay  System/Man¬ 

power  Management  System  (JUMPS/MMS)  provides  for  the  re¬ 
cording,  processing  and  maintaining  of  active  military 
personnel  and  pay  data  on  a  continuing  basis  within  the 
Marine  Corps.  The  system  provides  information  for  pay, 
personnel  administration  and  manpower  management.  MMS  and 
JUMPS  are  combined  systems  but  may  be  considered  separately. 

SPONSOR:  Deputy  Chief  of  Staff  for  Manpower  (M) 

with  functional  responsibility  assigned  to  Manpower 
Management  Information  Systems  Branch  (MPI) 


USERS: 


MMS  is  designed  to  provide  management  reports  and 
information  to  all  levels  of  command,  particularly 
HQMC.  JUMPS/MMS  data  is  utilized  in  the  planning  and 
execution  of  manpower  personnel  functions  including 
procurement,  training,  distribution,  assignment, 
proradtion,  classification,  separation , . pay  and  allow¬ 
ances,  preparation  of  budgets  and  the  development  of 
improved  manpower  management  techniques.  The  informa¬ 
tion  also  provides  the  basis  for  the  recording  of 
historical  data  of  the  US  Marine  Corps.  Users  of  Mil S 
cover  the  full  spectrum  of  Marine  Corps  commands  from 
company/battery  level  to  the  various  staff  offices  at 
HQMC.  A  detailed  list  of  HQMC  users  is  included  in 
the  Output  section  description. 

The  Manpower  Management  Information  Systems  Branch  (MPI) 
is  responsible  for  the  policy  development  of  MMS. 

System  programming  and  implementation  is  performed  by 
the  Marine  Corps  Automated  Services  Center  (MCA SC), 
Kansas  City,  Missouri.  The  Information  Systems  Support 
and  Management  Division  (ISM)  is  responsible  for  data  ,■ 
processing  operations  in  support  of  JUMPS/MMS  at  HQMC. 
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STATUS:  Implemented  although  modifications  to  the  system  are 

routinely  implemented  every  six  months. 

SYSTEM  DESCRIPTION: 

GENERAL:  The  MMS  was  developed  and  Implemented  in  1968  primarily 

to  meet  the  increasing  requirements  at  HQMC  for  current 
and  accurate  information  on  individual  Marines  as  well 
as  for  manpower  information  on  an  aggregate  basis.  The 
JUMPS/MMS  master  files  consist  of  a  complete  record  for 
each  Marine  on  active  duty  for  31  days  or  longer. 

The  entire  MMS  automated  data  base  is  not  resident  on 
a  single  file  but  is  contained  on  a  number  of  files 
located  at  HQMC  and  different  Marine  Corps  activities 
across  the  country  and  Okinawa.  A  central  MMS  data  file 
(CFM)  is  located  at  MCASC,  Kansas  City.  MCASC  performs 
both  Che  functions  of  MMS  data  processing  software 
development  and  modification  and  of  master  file 
maintenance . 

The  overall  operation  of  JUMPS/MMS  consists  of  manual 
and  automated  processes  to  establish  computer  records. 

The  procedure  used  to  establish  the  initial  computer 
record  and  add  the  Individual  to  the  Marine  Corps 
strength  is  the  Accession  Process.  The  accession  of 
computer  records  is  accomplished  through  the  subsystems 
of  JUMPS/MMS. 

All  officer  computer  records  are  accessed  through  the 
Commissioning  Accession  Management  System  (CAMS)  which 
is  operated  by  the  Marine  Corps  Development  and  Educa- 
'  tion  Center  (MCDEC),  Quantico ,  Virginia.  All  computer 

records  for  recruits  are  accessed  at  the  Marine  Corps 
Recruit  Depots  via  the  Recruit  Accession  Management 
System  (RAMS).  Information  from  the  Enlistment 
Contract  —  Armed  Forces  of  the  United  States  (DD  Form  4) 
'is  typed  on  the  Accession  Transcription  Form  (ATF). 

When  a  Marine  reenlists  after  having  been  separated 
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from  active  duty  for  more  than  2U  hours,  the  computer 
record  must  be  reaccessed  via  the  Headquarters 
Accession  Management  System  (HAMS).  Also  accessed 
via  HAMS  are  records  for  enlisted  reservists  assigned 
to  active  duty  (31  days  or  longer),  records  for  USMCK  (J) 
reservists  who  do  not  report  for  active  duty  and 
enlisted  Marine’s  computer  records  missing  from  the 
JUMPS/MMS  master  file. 

Data  to  update  computer  records  are  reported  within 
the  Regular  Establishment  by  designated  reporting 
units  to  a  satellite  data  processing  installation  (SDPI) 
for  processing.  MCASC  is  supported  by  SDPIs 
located  at  Okinawa,  FMF  Pacific,  San  Diego,  Camp 
Pendleton,  Parris  Island,  Camp  Lejeune  and  HQMC. 

Each  SDPI  maintains  a  file  (Field  file)  containing  a 
large  portion  of  personnel  data  and  a  substantially 
smaller  portion  of  pay  information  related  to  JUMPS. 

Every  Marine's  MMS  record  appears  both  on  the  master 
file  at  Kansas  City  and  at  the  SDPI  whose 
Jurisdiction  he/she  is  under.  The  MMS  master  and 
field  files  contain  many  of  the  same  personnel  data 
elements,  but  each  also  has  items  which  are  totally 
unique  to  the  particular  file.  These  unique  data 
elements  generally  exist  for  field  use  or,  in  the  case 
of  the  master  file,  for  HQMC  use. 

The  unit  diary  is  the  basic  source  document  of  JUMPS/MMS 

and  is  used  to  report  personnel  gains  and  losses, 

establish  information  and  change,  delete  or  correct 

previously  reported  information  based  on  day-to-day 

occurrences.  Other  source  documents  for  reporting 

data  into  JUMPS/MMS  are  the  data  transcription  form 

(DTF)  used  by  the  Administrative  Control  Units  (ACU) 

and  the#  ATF  used  to  access  computer  records.  4 

Marine  Corps*  MMS  records,  both  on  the  master  and  field 

files,  are  updated  as  the  result  of  entries  submitted 
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by  che  reporting  unit  on  machine  readable  unit  diaries 
(UD)  as  required  by  che  Personnel  Reporting  Instructions 
Manual  (PRIM),  MCO  P1080.35. 

The  MMS  operation  at  HQMC  involves  not  only  submission 
of  standard  unit  diaries  for  HQMC  assigned  personnel 
but  also  the  submission  of  special  information  for  all  . 
Marine  Corps  personnel.  Headquarters  has  sole  control 
and  maintenance  responsibility  over  specific  data  re¬ 
lated  exclusively  to  HQMC  functions  according  to  the 
Administrative  Instructions  Manpower  Management  System 
Headquarters  Marine  Corps  (AIMMS),  HQO  P1080.1.  Addi¬ 
tionally,  HQMC  staff  is  responsible  for  correcting, 
updating  and  maintaining  non-unique  MMS  data 
elements . 

The  basic  premise  underlying  the  development  of  the  MMS 
was  the  need  for  current  manpower  information  at  HQMC. 
For  this  reason,  the  entire  MMS  data  base  is  available 
at  HQMC.  The  Headquarters  Master  file  (HMF)  is  an  exact 
copy  of  the  master  file  at  Kansas  City  and  is  sent  to 
HQMC  on  a  weekly  basis.  HQMC  also  periodically  receives 
copies  of  che  Field  Master  record  from  the  SDPIs, 
although  these  files  are  almost  exclusively  used  for 
MMS  quality  control  purposes.  The  Quota  Serial  Number 
(QSN)  Orders  Process  creates  the  QSN  Master  Quota  File 
maintained  at  HQMC,  MCASC  and  the  SDPIs. 

Extracts  of  the  HMF  are  utilized  by  HQMC,  each  contain¬ 
ing  specific  types  of  information  required  for  report 
purposes.  The  Inquiry  file  (INQ)  is  a- subset  file  of 
HMF.  This  file  contains  information  on  those  data 
elements  in  an  individual's  record  that  are  used  most 
frequently  at  HQMC.  Because  of  its  smaller  size, 

INQ  data  processing  is  less  time-consuming  and  data 

access  faster  than  with  the  HMF. 

• 

The  Inquiry  file  information  is  also  available  within 
HQMC  by  means  of  an  on-line  terminal  system  commonly 
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referred  to  as  REDDTS  (Remote  Entry  Data  Display  Terminal 
System)  using  the  specially  created  REDDTS'  file.  HQMC 
personnel  managers  have  the  capability  of  directly 
accessing  a  duplicate  INQ  on  a  real  time  basis.  The 
system  is  used  almost  exclusively  for  simple  retrieval 
purposes  although  computations  and  complex  report 
generation  may  be  performed. 

The  transfer/ reassignment  of  enlisted  Marines  in  the 
grades  of  corporal  and  below  between  monitored 
commands  is  controlled  primarily  through  the  Quota 
Serial  Number  (QSN)  Orders  Process.  The  master  quota 
file  is  maintained  at  HQMC,  MCASC,  Kansas  City  and  all 
MMS  SDPIs.  A  weekly  QSN  management  report  is  designed 
to  be  utilized  by  the  commanding  general/officer  in 
controlling  the  QSN  process  within  the  command. 

Bimonthly,  the  master  quota  file  is  used  in  conjunction 
with  the  MMS  master  file  to  provide  HQMC  personnel  managers 
with  a  series  of  reports  which  are  utilized  as  a  basis  , 
for  future  staffing  actions  for  each  Monitored  Command. 

The  Transaction  Retrieval  System  (TRS)  was  developed 
to  keep  statistical  records  of  past  occurrences. 

Specific  types  of  transactions  reported  on  unit  diaries 
are  flagged  at  MCASC  and  compiled  during  MMS  processing. 

The  data  are  forwarded  to  HQMC  where  they  are  ultimately 
used  to  build  a  monthly  and  semi-annual  transaction. 

The  Statistical  Retrieval  System  and  Rate  Generator 
(SRS/RG)  is  under  development  at  HQMC.  The  system  will 
extract  from  the  TRS  Statistical  file  selected  Type 
Change  Codes  (TCC)  data  records  or  portions  of  data 
records  and  re-sort  them  into  a  format  that  is  con¬ 
ducive  to  immediate  mathematical  and  statistical 
manipulation.  The  manpower  related  rates  for  which 
there  is  a  continual  requirement  in  the  statistical 
analysis  will  permanently  reside  on  thl  RG. 
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The  COHORT  file  (COH)  is  another  MMS  data  base  file 
that  is  resident  at  HQMC.  This  file  records  all 
enlisted  personnel  accessions  reenlistments,  exten¬ 
sions  end  separations  by  individual.  The  COHORT 
file  is  primarily  maintained  from  data  derived  from 
the  TRS;  however,  INQ  does  provide  some  additional 
data.  The  information  contained  in  the  file  is  used 
for  a  variety  of  enlistment/reenlistment  analyses 
performed  at  HQMC. 

All  MMS  data  is  accessed  by  means  of  either  ‘he 
recurring  reports  process  or  the  MAR?  IV  retrieval 
system.  Reports  required  on  a  recurring  basis  are 
programmed  in  COBOL  and  produced  periodically  (weekly, 
monthly,  semi-annually  or  annually)  at  HQMC.  Special 
reports  can  be  obtained  using  the  more  limited  but 
expedient  MARK  IV  File  Management  programming  language. 

The  data  collection  of  JUMPS/MMS  is  based  on  the 
print iple  of  singular  reporting  and  source  data  auto¬ 
mation  (SDA) .  Once  an  item  of  information  is  entered 
into  the  system,  only  changes,  deletions  or  corrections 
to  this  information  are  reported  thereafter. 

The  unit  diary  is  the  reporting  document  used  to  report 
unit  events  and  occurrences,  personnel  actions  and 
data  relative  to  individuals  assigned  to  a  reporting 
unit  of  the  Marine  Corps.  The  UNIT  DIARY  (1080)  NAVMC 
10793  is  used  to  report  information  into  JUMPS/MMS. 

This  is  a  scannable  form  designed  to  be  processed  by 
the  optical  character  reader.  Other  source  documents 
for  reporting  data  used  are  the  data  transcription 
form  (DTF)  and  the  ATF  for  accession  purposes. 

There  are  four  types  of  statements  used  for  information 
reported  on  the  unit  diary.  Historical  data  are 
passed  through  the  system  and  appear  on  <ithe  unit 

transaction  register  (UTR)  but  the  information  is  not 
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entered  Into  Che  computer  record.  Action  statements 
are  used  to  report  information  chat  has  not  been 
reported  previously.  Erroneous  information  is  removed 
by  the  deletion  statement  and  corrections  to  the 
master  error  control  file  (MECF)  are  submitted  as  a 
correction  statement. 

Reporting  units  in  the  Field  are  required  to  accomplish 
personnel  reporting,  through  unit  diary  submission, 
for  all  personnel  assigned  to  that  activity.  Unit 
personnel  reporting  is  normally  performed  at  the  lowest 
administrative  echelon  capable  of  self -administra¬ 
tion  such  as  company,  battery,  squadron,  Marine 
barracks,  Marine  detachments  and  inspector- ins true tor 
levels. 

Specific  HQMC  staff  agencies  are  responsible  for  the 

establishment  and  maintenance  of  HQMC  controlled  data 

elements  which  are  maintained  by  unit  diaries  or  EAM 

cards.  Transfer  orders,  lineal  precedence.  Naval 

• 

Aviation,  promotion  and  commissioning  information  is 
reported  by  appropriate  HQMC  staff  sections.  The 
Commissioning  Accession  Management  System  (CAMS)  is 
designed  to  access  all  officer  records  into  JUMPS/MMS. 
Accession  of  officer  records  for  newly  commissioned 
officers  is  accomplished  at  MCDEC,  Quant ico,  Virginia. 
All  other  accessions/ reaccessions  of  officer  records 
are  accomplished  at  HQMC.  Accession/reaccession  of 
all  nonrecruit  enlisted  records  is  accomplished  through 
tha  Headquarters  Accession  Management  System  (HAMS)  at 
HQMC.  Thaaa  systems  use  an  OCR  accession  transcription 
fora  (ATF)  In  order  to  input  tha  large  amount  of 
personnel  data  required  to  establish  a  JUMPS/MMS 
record . 

Tha  Marine  Corps  Recruit  Depots  enter  data  into  MMS 
through  the  Recruit  Accession  Management  System  (RAMS) 
for  all  newly  accessed  recruits.  Information  from  the 
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enlistment  contract  is  typed  on  the  ATF.  The  ATF  is 
processed  on  OCR  scanner  and  a  computer  record  is 
created  for  the  RAMS  Master  file,  the  SDPI  file  and  the 
Kansas  City  Master  file. 

Quotas  for  the  transfer/reassignaent  of  enlisted 
Marines  are  issued  to  commands  based  upon  the  needs 
of  the  Marine  Corps  and  the  HQMC  Manpower  Management 
System  image  of  the  losing  command.  When  a  new  quota 
is  assigned,  the  following  action  is  accomplished  at 
HQMC.  A  quota  assignment  letter  (or  message)  is  sent 
to  the  responsible  command,  that  is,  to  the  monitored 
command  designated  to  transfer  the  Marines  to  another 
monitored  command.  The  quota  is  assigned  by  use  of  a 
quota  serial  number.  The  QSN,  reported  on  the  QSN 
order  cards,  specify  the  number  of  personnel  to  be 
transferred,  the  grade  of  the  individuals,  the  alternate 
grade,  if  any,  the  MOS  of  the  individuals,  the  alternate 
MOS,  if  any,  the  estimated,  date  of  departure  (EDD)  from 
the  individual's  present  MCC,  and  the  estimated  date  of 
arrival  (EDA)  at  the  final  command  (FMCC) .  When 
commands  receive  the  quota  transfer  orders,  individuals 
are  selected  and  reported  on  tbs  unit  diary. 

MMS  is  related  to  external  systems  that  provide  additional 
information  for  inclusion  on  the  Master  files.  MMS  is 
fully  integrated  with  JUMPS  and  feeds  JUMPS  with  pay 
related  personnel  data  reported  on  the  unit  diary.  MMS 
passes  and  receives  data  and  records  to  and  from  the 
Reserve  Personnel  Management  Information  System  (REPMIS) . 
Duty  station  preference  is  extracted  from  the  Automated 
Fitness  Report  System  (AFRS)  and  entered  into  MMS. 

Other  data  Is  also  extrscted  to  support  reports  pro¬ 
duced  for  DOD  and  HQMC.  The  Naval  Aviator,  Naval 
Flight  Officer  Reporting  Management  System  (NANFORMS) 
provides  certain  aviation  data  pertaining  to  pilot 
performance. 


I 


i 


APPENDIX  4 

SAMPLE  SELECTION  BOARD  FORMS /WORKSHEETS 


I 


BRIEFING  QUIDS 


FI  CHS  #i  NAME  i _ MOS(i)  / _ L 

AGE  i  GCTi  PASS  PFTi  _  MEET  HEIGHT  STANDARDS  i  _ 

REMARKS  i  (  nF.CDR  ATTDM.S  .  AWARDS. .  ETC.) - - - 


MILITARY  EDUCATION i  SCHOOLS /STANDING  CIVILIAN  EDUCATION!  SCHOOLS/DEGHESS 


COMMAND  EXPERIENCE  STAFF  EXPERIENCE  COMBAT  EXPERIENCE  MISC  EXPERIENCE 


RECOMMENDATION!  STRONGLY,  W/CONFIDENCE ,  W/RESERVATION ,  NOT 


D-l 


COLONEL  BRIEFING  GUIDE 


FICHE  0_ _ NAME _ _ _ M0S _ 

UPDATE/CORRECT  HEADER  MATERIAL.  ALL  ITEMS  ARE  CORRECT  EXCEPT 


RECOMMENDATION:  ONE  TWO  THREE  FOUR 

REASON  FOR  POUR 


CURRENT  DUTY  STATION _ 

AGE _ GCT _  PFT :  PASS/FAIL 

AWARDS _ _ 

INTRODUCTORY  REMARKS 

CIVILIAN  SCHOOLS/DEGREE/YEAR 


_ ASSIGNMENT _ 

WT  STDS:  MEETS /DOES  NOT 


MILITARY  SCHOOLS/STANDING/YEAR 
TBS _ 


TRUTH TELLERS 


COMPANY  GRADE 

BELOW 

WITH 

ABOVE 

INDEX 

MAJOR 

BELOW 

WITH 

ABOVE 

INDEX 

LTCOL 

BELOW _ 

WITH 

_ ABOVE _ 

_ TNDEX 

ONF.  ON  ONE *REPORTS 


D-2 


COMMAND  EXPERIENCE 


COMBAT 


LTCOL 


OTHER 


COMBAT  EXPERIENCE _ 

COMPANY  GRADE  SUMMARY: 

FIELD  GRADE  SUMMARY: 

TYPES  OF  DUTY 

KEYS  STAFF  BILLETS 

SPECIAL  CONSIDERATIONS  (APPEARANCE,  TRENDS,  STRENGTHS,  WEAKNESSES) 


EXPLANATION  OF  DIPS 


NOTES  % 


RECOMMENDATION:  ONE  TWO  THREE  FOUR 


D-3 


/ 


ft  «Vj 


i- r  Oji*  •  O  ■>‘ir 


FICHE  I  NAME  MOS  /  AGE  GCT  YR  GRP 

CURRENT  DUTY  STA  _  ASSIGNMENT  _ 

BRIEFED  AS  CATEGORY:  ONE  TWO  THREE  FOUR  FIVE 


CIV  ED  TYPE  YR  STDG  PME _  YR  STDG  DECORATIONS/AWARDS  (CBT  V,  »  of) 


HS 

TBS 

CAR 

DFC 

Other 

II 

ba/bs 

NATC 

NAM 

SilStr 

ZL 

ma/ms 

AWS/CLS 

NC?M 

MSM 

PHD 

CSC/ILS 

AM 

JSCM 

OTHER 

OTHER 

BrStr 

Na  vy Cr 

FltHrs 

WEIGHT:  _ / _  PFT :  PASS(  )  FAIL( _ )  DNT  _  PHOTO  DATE: 


L  FITNESS  REPORT  ANALYSIS 

LIEUTENANT 


INDEX 

B 

W 

A 

ITotRpts 

lonl 

1  REG  DU 

AA  MRS 

1  GEN  VAL 

BG 

rivr 

0 

EX 

BLW 

E 

E/O 

EX 

BLW 

TRENDS:  SIGNIFICANT  FR't 


PATTERN: 


CAPTAIN 


INDEX 

[b- 

[W= 

PC 

TotRpts 

Ion  I 

[REG  DU 

AA  MRS 

|  GEN  VAL 

BG 

BW 

□ 

□ 

0 

EX 

BLW 

0_ 

E/Ol 

EX 

BLW] 

] 

TRENDS:  SIGNIFICANT  FR':-. 


PATTERN: 


MAJOR 


INDEX 

P  H 

r®”1 

fw- 

A 

TotRpts  | 

lonl 

[REG  DU 

AA  MRS 

[  GEN  VAL 

BG 

BW 

0 

EX 

BLW 

B 

E/O 

EX 

BLW 

fftESJES:  Z— “  SIGNIFICANT  FR's 


Pattern  i 

DUTIES  (LT  -  CAPT  -  MAJOR) 


ASSIGNMENTS 

COMMAND 

STAFF 

OTHER 

MAJ  COMD  YRS/MO 

RK  DUTY  MOS  CBT 

RR  DUTY  MO  REY 

RR  DUTY  MO  REY 

PATTERN 

EVAL 

EVAL 

EVAL 

feRflPfiR  rmKST 


MEMBER 

NOTES: 

MEMBER 

RECOMMENDATION: 

ONE  TWO  THREE  FOUR  FIVE 

VOTE 

D-6 


v: 


RANK  & 


BRIEFING  GUIDE 


FICHE  #t  _  NAME i  _  MOS(S)  /  / 

AGS  i  _  GCTi  _  PASS  PFTi  _  MEET  HEIGHT  STANDARDS «  _ 

REMARKS  i  ( DECORATIONS r  AWARDS .  ETC.)  - 

MILITARY  EDUCATION i  SCHOOL /STANDING  CIVILIAN  EDUCATION i  SCHOOLS/DEGREES 


COMMAND  EXPERIENCE  STAFP  EXPERIENCE  COMBAT  EXPERIENCE  MISC  EXPERIENCE 


TRUTH  TELLER  PERCENTILE 


COMPANY  GRADE 
MAJOR 
LTCOL 
OVERALL 

♦Do  Not  Include  1  on  1  or  School  Reports. 

One  on  One  Reports  (Summarize)  ___________________________ 

FITNESS  REPORTS i  REGULAR  DUTIES/CENERAL  VALUE  TO  THE  SERVICE 

Company  Grade 
Major 
LTCOL 
Overall 

SIGNIFICANT  MATTER  FROM  RECORD 


(TTP)  ■  B+W/B+2W+A  x  100* 


RECOMMENDATION «  STRONGLY,  W/CONFIDENCE,  W/RESERVATION ,  NOT 


D-8 


•  COLONEL  BRIEFING  GUIDE 

/  FI  CHE  »_ _ NAME  - - - -M0S - 

UPDATE/CORRECT  HEADER  MATERIAL.  ALL  ITEMS  ARE  CORRECT  EXCEPT 


RECOMMENDATION:  ONE 

REASON  FOR  FOUR 


TWO  THREE  POUR 


CURRENT  DUTY  STATION^ _  _ 

AGE _ GCT _  /PFT:  PASS/FAIL 

AWARDS _ _ _ 

INTRODUCTORY  REMARKS 


_  •'ASSIGNMENT _ 

,VT  STDS:  MEETS/DOES  NOT 


/CIVILIAN  SCHOOLS/DEGREE/YEAR  '  MILITARY  SCHOOLS/STAND-NO/YEAR 

TBS _ _ _ 


.  TRUTHTELLERS 


COMPANY  GRADE 

BELOW 

WITH 

ABOVE 

INDEX. 

MAJOR 

BELOW 

WITH 

ABOVE 

INDEX 

LTCOL 

BELOW 

WITH 

ABOVE _ 

INDEX 

/ONE  ON  ONE  REPORTS 


DESIRABILITY  (16) 

PD 

30 

BW 

PN 

COMPANY  GRADE 

/ 

MAJOR 

MAJOR 

LTCOL 

LTCOL 

TOTAL 

1 

A 

AA 

P 

/  l  v  * 

!  7  v"V  ^ 


'  / 

r 


COMBAT  EXPERIENCE 


COMPANY  GRADE  SUMMARY: 

PIELD  GRADE  SUMMARY: 

TYPES  OP  DUTY 

KEYS  STAFF  BILLETS 

SPECIAL  CONSIDERATIONS  (APPEARANCE,  TRENDS,  STRENGTHS,  WEAKNESSES) 


EXPLANATION  OF  DIPS 

•  • 

NOTES 

RECOMMENDATION:  ONE  TWO  THREE  FOUR 


COLONEL  BRIEFING  GUIDE 


' 

L 


1  •  _NAME _ 

ATK/ODRRECT  HEADER  MATERIAL. 


_ _ _ MOS _ / _ / 

ALL  ITEMS  ARE  CORRECT  EXCEPT 


[•.COMMENDATION:  ONE  TWO  THREE  FOUR 

HEATON  FOR  FOUR 


CURRENT  DUTY  STATION _ _ 

;lGE  GCT _  PFT:  PASS/FAIL 


_ ASSIGNMENT _ 

WT  STDS:  MEETS/DOES  NOT 


AWARDS _ _ 

INTRODUCTORY  REMARKS 


<■  ivri.  IAN  LCHOQ LS /DEGREE/ YEAR  MILITARY  SCHOOLS/STANDING/YEAR 

TBS  _ 


J 


T”’jTHTEL  LERS 


;MPANY  GRADE 

BELOW 

WITH 

ABOVE 

INDEX 

TtJQR 

BELOW 

WITH 

ABOVE 

INDEX 

.TOOL 

BELOW 

WITH 

ABOVE 

INDEX 

cue  on  one  reports 


SUMMARY  OF  FITNESS 

REPORTS 

0 

E/O 

E 

AA/E 

A  A 

BELOW 

COMPANY  GRADE 

MAJOR 

RD 

^-^GVTS 

LTCOL 

^BO-^Jvts"^ 

PD 

BG 

BW 

PN 

• 

A 

-AA.  . 

K 

~7r\ 

MAJOR 

LTCOL 

D-IO 


t 


^ - -  •  -  _ _ 


COMMAND  EXPERIENCE 


COMBAT  LTCOL  OTHER 


COMBAT  EXPERIENCE 


COMPANY  GRADE  SUMMARY: 

FIELD  ORADE  SUMMARY: 

TYPES  OP  DUTY 

KEYS  STAPF  BILLETS 

SPECIAL  CONSIDERATIONS  (APPEARANCE,  TRENDS,  STRENGTHS,  WEAKNESSES) 


EXPLANATION  OP  DIPS 

NOTES 

RECOMMENDATION:  ONE  TWO  THREE  FOUR 


D-IOk 

> 


BBBMBBBBBBB1BBMBIBBBBBIBBHMK 

bbibbbbibbbbbbbbbbbbbbbbbbbbbiiis 


LIEUTENANT  COLONEL  BOARD  BRIEFING  GUIDE 


FI  CHE  # _  NAME _  MOS(S)  _ / _ / 

RECOMMENDATIONS:  (1)  STRONGLY  (2)  W/CONFIDENCE  (3)  CONTENDER 
(4)  WITH  RESERVATIONS  (5)  DEFINITELY  NO 
ABOVE  ZONE  _  IN  ZONE _  BELOW  ZONE  _ 

CURRENT  DUTY  STATION  _ _ASSIONMENT_ _ 

AGE _ OCT _ PFT:  P  F  WEIGHT  STANDARDS:  MEETS  DOES  NOT  MEET 

INTRODUCTORY  REMARKS _ 


AWARDS _ _ 

MILITARY  SCHOOLS/STANDING/YEAR  CIVILIAN  SCHOOLS/DEGREE/YEAR 


COMMAND  ASSIGNMENTS  STAFF  ASSIGNMENTS  COMBAT  ASSIGNMENTS  KISC 


MV 


AV/AA 

?ITN1 

AA 

ESS  nLJ 

AA/E 

PORTS 

E 

E/0 

0 

(DO  NOT 

INCLUDE 

BELOW 

1  ON  1  REPORTS) 

WITH  ABOVE 

m 

B  + 

TTP 

2W  +  A 

#16 

'/ 

/ 

/ 

LIEUTENANT 

BU 

/ 

/ 

X 

CAPTAIN 

CT 

/ 

X 

MAJOR 

PD 

/ 

/ 

TOTAL 

X  100 


SUMMARY:  ONE  ON  ONE  REPORTS 


EXPLANATION  OF  DIPS 


SPECIAL  CONSIDERATIONS  (PERSONAL  APPEARANCE,  FLT  TIME,  TRENDS,  STRENGTHS, 
WEAKNESSES) 


i  : _ 

SUMMARY 


D-12 


RESERVE  CAPTAIN  BRIEFING  GUIDE 


NAME: _ SSN : _ MOS  ( S )  /  / 

ABOVE  ZONE: _  ZONE: _ 

AGE: _  OCT: _ 

TOTAL  ACTIVE  DUTY  TIME: _ DATE  RELAD: _ 

BILLETS/DUTIES  (IN  SEQUENCE): 


COMBAT  EXPERIENCE: _ __  AWARDS: 


CURRENT  RESERVE  STATUS:  _  CLASS  II  _  CLASS  III 

PARTICIPATION  IN  RESERVE  UNIT: 

YEARS  AS  CLASS  II/III  _ / _ 

DRILL  ATTENDANCE  _ 

ATD _ _ 

OMCR/VTU  TRAINING _ 

MILITARY  SCHOOLS/YEAR/STANDING:  CIV  SCHOOLS/DEGREE/YEAR: 


CORRESPONDENCE  COURSES/DATE  COMPLETED: 


FITNESS  REPORT  SUMMARY 


A  A/AA  AA  AA/2  E  E/O  0 


TRUTH  TELLERS" 

BELOW  WITH  ABOVE 


PD _  GT _  WT 

ONE  ON  ONE  SUMMARY: _ 


D-13 


'  / 


RELATIVE  STANDING: _ PERCENTILE: _ 

SPECIAL  CONSIDERATIONS  (PERSONAL  APPEARANCE,  FLT  TIME,  TRENDS, 
STRENGTHS  AND  WEAKNESSES,  CIV  ACHIEVEMENT,  ACTIVE  IN  MCROA ,  ETC): 


PHYSICALLY  QUALIFIED: _  WT/PFT  / 

SUMMARY : _ 


RECOMMENDATION:  (1)  STRONGLY  (2)  W/COMFIDENCE 

(3)  CONTENDER  (4)  NO 

(5)  DEFINITELY  NO 


D-i'ia. 


*  / 


WORK  SHEET 


BRIEFER  #: _ 

(name  of  marine)  (ssn) 

- (MOS)  “(AGE)  (APPROX  TIME  IN  SERVICE) 

CWO  TO  CWO _  NUMBER  OF  FITNESS  REPORTS: 

PREVIOUSLY  CONSIDERED  BUT  NOT  SELECTED:  YES  _  NO  _ 

I  PRIMARY  DUTIES 

OF  REPORTS  OS  E  AA  A  BA  U  NO 

W-3  _  _  _  _  _  _  _ 

W-2  _  _  _  _  _  _  _ 

W_1  _  _  _  _  _  _  _ 

II  GENERAL  VALUE  TO  THE  SERVICE 

PD  G  W  PN  NO 

III  DISTRIBUTION  OF _MARI NES.  IN  SAME  GRADE 

ABOVE  WITH  BELOW 

IV  REPORTS: 

A.  COMMENDATORY:  _ 

B.  ADVERSE:  _ 

C.  DISCIPLINARY  ACTION: _ 


D-l  4 


name 


ssn 


BRIEFING  OFFICER_ 


LINEAL  # 


REGULAR  DUTIES 


2dLt 

IstLt 

Capt 


2dLt 
1  stLt 
Capt 


DESIRABILITY 

P _ G 


W 


2dLt 

IstLt 

Capt 

REMARKS : 


f 


2dLt 

IstLt 

Capt 


D-l! 


TRUTH  TELLER 
B  W  _ A 


ALONE 


■  *K1 


NAME 


SSN 


BRIEFING  OFFICER  _  LINEAL  # 

REGULAR  DUTIES 
0  E  AA  A  BA 

CAPT _ 

MAJ 


SERVICE  VALUE 


P  G  W  B  W  A  ALONE 

_  CAPT  _ 

_ _  MAJ  J__j _ _ _ 

REMARKS: 


CAPT 

MAJ 


c 


D- 1 6 


AD-A075  0*0 
UNCLASSIFIED 


NAVAL  VAR  COLL  NEWPORT  RI  CENTER  FOR  ADVANCED  RESEARCH  F/0  S/9 
USMC  SYSTEM  SYNTHESIS  IN  SUPPORT  OF  THE  SELECTION  PROCESS* (U) 

JON  Tf  D  •  CONE  •  D  E  STOUT 

_  nl 


MICROCOPY  RESOLUTION  TEST  CHART 

NAtlONAl  BUKJAIJ  Of  STANDARDS  I9fo*  A 


'RESERVE  major  brief  guide 


FICHE/POS _ NAME _ ; _ NOS _ _ 

RECOMMENDATION:  (1)  STRONGLY  (2)  W/CONFIDENCE  (3)  CONTENDER 

1  (4)  W/RESERVATIONS  (5)  DEFINITELY  NO 

CURRENT  RESERVE  STATUS: 

CLASS  II _ CLASS  ill  IN  MTU _ CLASS  III  NOT  IN  MTU _ 

CL  II  DRILL  ATTEN/CL  III  MTU  ATTEN  ACDUTRA  RES  RET  CRED  RPTS 

78  _  OP  _  _ ,  _ . 

77  _  OP  _  _ ' _ — 

76  _  OP  _  •  - - 

75  _  OP  _  -  _  _ _ . 

74  _  OP  _  _  _ _ 

MEET  CURRENT  WEIGHT  STANDARDS? _ SOURCE _ 

MOST  RECENT  PFT:  PASS _ FAIL _ DATE _ _ _ 

MOST  RECENT  RES  QUAL  SUMMARY _  PICTURE _ 

PITNESS  REPORT  COMMENTS/REPORTING  SENIOR: 


MISSING  FITNESS  REPORTS: 


REMARKS  (COMBAT  DUTY,  AWARDS,  CIVIC  ACTION,  CIVILIAN  OCCUPATION 
SPECIAL  CONSIDERATIONS) 


RESERVE  MAJOR  bUAXD  HIUl.l'll iG  GUIDE 

FI  CHE# _ NAME _ _mos(:;)_  _  /  /_ 

RECOMMENDATIONS:  (1)  SINGLY  (2)  W/CONFI DEUCE  (3)  CONTENDER 

(1))  W/RESER  VAT  IONS  (5)  DEFINITELY  HO 

RESIDENCE: _ _ _ 

CURRENT  DUTY.  STATION _ ASSIGNMENT _ _ 

COMM  YR  GRP _ DRILL  ATTENDANCE _ _ 

AGE _ GCT _ PFT:  P _ F _ WEIGHT  STANDARDS:  MEETS _ DOES  MOT _ 

YEARS  ACTIVE  DUTY _ YEARS  CLASS  II _ CLASS  III _ _ 

INTRODUCTORY  REMARKS _  _  _ 


AWARDS _ _ _ 

CIV  OCCUPATION _ MOD  POT:  UNR _ RESTR _ MONK _ 

CIVILIAN  SCHOOLS/DEGREE/YEAR  .  MILITARY  SCHOOLS/STAL'D, t.’G/YKAR 


SIGNIFICANT  CIVIC  ACTIVITIES 


COMMAND  ASSIGNMENTS  STAFF  ASSIGNMENTS  C0M3AT  ASSIGNMENTS 


FITNESS  REPORTS  TRUTH  TELL  PERCENT!  I.E  ( TTP )  _P+'.J _ 

(DO  NOT  USE  1  ON  1  REP'J'S)  "  “B+2W+A  X  1 


EXPLANATION  OF  DIPS: 


SPECIAL  CONSIDERATIONS  (PERSONAL  APPEARANCE,  FLT  TIME,  TRENDS,  STRENGTHS, 
WEAKNESSES) 


SUMMARY 


D-20 


RATING  AMONG  THOSE  BRIEFED  UPPER _ MIDDLE _ LOWER 


RECOMMENDATION t  YES _  NO _  SERVICE  SUMMARY 


BRIEFER 


■IIEPING  SUMMARY 

1.  a.  NAME _ 

b.  SSM _ 

c.  HOB _ 

4.  A OB _ 

a.  AZ _  PZ _  BZ _ 

f.  TIG  (DOR) _ _  AMD _ 

2.  EDUCATION  a.  OT/OCT _ ' 

b.  HS  1  2  3  4  GED  YES/NO 

4. _ _ MCI  OOURSES 


f.  CORRESPONDENCE  COURSES! 


g.  HT _  WT _ 

h.  CURRENT  PHOTO  YES _  NO. 

I.  PPT  PASS _  FAIL  (YR) _ 

J.  PREF  MSGT _  1ST  SOT. 


c.  COL  12  3  4 

e.  _ SERVICB  SCHOOLS  (YR)  STANDING 

(1)  IN  H06 _ 


- : -  / 

(2)  HPN-HOS _ 


g.  OTHER  EDUCATION  (NOT  ABOVE) s 


1.  SPECIAL  EXPERIENCE  (SUCCESSFUL  NORMAL  TOURS) 

a.  DI  YEAR  _ 

b.  RECRUITER  YEAR  LOCATION  _ 

C.  HI  YEAR _ LOCATION  _ 

4.  STATE  DEPT  YEAR  LOCATION  _ 1 _ 

C.  OTHER _ _ _ _ _ — _ 

4.  COMBAT  EXPERIENCE!  (NOTE  YES-DUTY  ASSIGtMEMT) 

RVN 

KOREA 

OTHER 

5.  FAVORABLE  MATERIAL  (OOligHDATORY  MASTS.  LETTERS/RECOtRIENDATIOMS  FOR  OFF/LDO/WO- INCLUDE 

YEAR  ANARDED/RECOfgNDATION) 


UN>*AVr»AR»A.  MATERIAL  (INCLUDE  ALL  DURING  LAST  FIVE  YEARS.  INCLUDE  OTOER  THAN  LAST  FIVE 
YEARS  ONLY-IF  IT  CAN  BE  RELATED  TO  PERFORMANCE  DURING  LAST  FIVE 
YEARS.  INCLUDE  DATES) 


BPIEFER  CONSOLIDATED  EVALUATION 


APPENDIX  5 

FUNCTIONS  OF  A  SELECTION  BOARD 


DEPARTMENT  OF  THE  NAVY 
HEADQUARTERS  UNITED  STATES  MARINE  CORPS 
WASHINGTON.  D  C  20380 


in  «in.y  «tf(«  to 

MR : j  aw 
30  Mar  1979 


S 

MEMORANDUM  FROM  BRIGADIER  GENERAL  A.  P.  McMILLAN 


Enclosed  find  a  copy  of  a  guide  on  how  to  prepare  a 
brief  on  an  officers  case  file  during  selection  board  pro- 
cedings.  I  feel  it  is  comprehensive  and  logical  and  should 
go  a  long  way  to  making  it  easier  for  board  members  to  prop¬ 
erly  prepare  their  cases.  I  have  provided  copies  to  General 
MCLENNAN,  General  HAEBEL,  and  General  GRAY  who  is  presently 
heading  the  Lieutenant  Colonel  selection  board. 


A.  P.  McMILLAN 

Brigadier  General,  U.  S.  Marine  Corps 


t 

[ 


E-  ] 


FUNCTIONS  OF  A  PROMOTION  BOARD 


1.  The  president  of  the  board  will  establish  the  ground  rules 
for  the  board.  Such  things  as  academic  fitness  reports  not 
being  included  in  the  truth  tellers,  extended  fitness  reports 
not  being  counted,  below  zone  selections,  and  board  briefing 
procedures  will  be  discussed. 

2.  Normally,  case  briefings  will  be  categorized  in  several 
levels: 

1  A  superior  record 

1-  An  excellent  record  with  a  few  blemishes,  but  a  very 
strong  contender  for  selection. 

2+  A  very  good  record  with  many  strong  points,  should  be 
selected. 

2  A  good  record,  but  has  several  weak  areas  which  raises 
question  about  selection. 

3  A  mediocre  record  of  doubtful  qualifications  for  sel¬ 
ection. 

4  Should  not  be  promoted  based  on  his  record,  or  some 
facts  such  as  pending  retirement,  medical  condition,  etc. 

3.  The  following  is  a  suggested  approach  for  working  up  your 
cases : 

a.  First,  prepare  briefs  on  the  officers  in  the  zone. 

b.  Next,  prepare  briefs  on  the  officers  above  the  zone. 

c.  Finally,  compute  the  LtCol  truth  teller  for  each  officer 
below  the  zone,  and  generally  review  their  Master  Brief  Sheet. 
Identify  those  fficers  who,  based  on  the  LtCol  truth  teller 
and  your  scannii  of  their  record,  have  such  a  superior  record 
that  you  should  t  .epare  a  full  brief.  (Having  already  worked 
the  cases  above  and  in  the  zone,  you  have  a  basis  of  comparison 
for  determining  if  a  below  zone  officer  merits  consideration 
for  accelerated  promotion.) 

4.  You  will  be  provided  four  items: 

a.  Analysis  Sheet  (Figure  1) .  Used  to  annotate  data  from 
the  case  Trie” 

b.  Summary  S,heet  (Figure  2)  .  Used  to  compute  the  standing 
of  each  officer  and  decide  on  your  briefing  recommendation. 


c.  Master  Brief  Sheet  (Figure  3) .  Printout  on  each 
officer  tkat  you  will  brief  for  selection. 

d.  Microfiche .  Film  record  of  all  fitness  reports  on  each 
officer  who  will  be  considered  by  the  board.  (This  allows  you 
to  examine  the  record  of  those  officers  assigned  to  the  other 
briefers  during  the  briefing  sessions.) 


5.  The  following  discussion  is  a  step  by  step  procedure  to 
be  followed  in  preparing  your  case  briefs:  (For  exposition 
purposes  portions  of  the  forms,  with  sample  entries,  are  shown 
in  the  next  few  pages;  for  the  complete  forms,  refer  to  the 
end  of  this  outline.  It  may  prove  helpful  to  have  the  complete 
forms  in  front  of  you  as  you  read  through  this  outline.  Then, 
as  you  become  familiar  with  the  different  parts,  you  can  also 
see  where  they  appear  on  the  complete  form. ) 

a.  Draw  a  red  line  across  the  Master  Brief  Sheet  at  the 
point  where  the  officer  went  from  company  grade  to  field  grade. 
Draw  another  red  line  where  the  officer  went  from  major  to 
lieutenant  colonel. 


b.  Use  a  yellow  highlighter  to: 


(1)  Mark  off  the  time  the  officer  spent  at  eachycommand 
For  example:  2nd  Marine  Division,  HQMC,  MCDEC. 


- - LaL-  As  you  mark  off  the  commands,  also  highlight 

the>level  of  duty  ^hhe  officer  performed  while  at  that  command. 
For example:  Company,  Battalion,  Regimental  level. 


(b)  Highlight  the^type  of  dutyyhe  officer  per¬ 
formed  in  the  command,  such  as  company  commander,  battalion 
S-3,  Briefing  Officer,  etc. 

(2)  Highlight  any  period  of  attendance  at^choolSy*^. 
either^ivilian  or  military (If  military  schooling,  also 
circle  the  truth"  teller,  if  shown ,  to  preclude  counting  it  in 
total  for  that  rank.) 


(3) 


Highlight  any  periods 


in  a  combat  zone 


3 
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c.  After  completion  of  the  highlighting  on  the  Master 
Brief  Sheet,  enter  the  information  you  highlighted  on  the 
Analysis  Sheet. 


(1)  Show  the  major  commands  where  the  officer  served 
and  the  number  of  years  (or  months)  at  each  command. 


ENTER  THE  MAJOR  COMMAND 
ABBREVIATION  IN  ORDER  OF 
OFFICERS  EARLIEST  TO 
LATEST  TOURS. 


IDENTIFY  ANY  PATTERN  IN  THE  OFFICERS  ASSIGNMENTS,  e.g.,  REPEATED 
TOURS  AT  HQMC“ttlTH~'T?EW  COMPETITIVE  ASSIGNMENTS  IN  THE  FMF/HIS 
PRIMARY  MOS;  REPEATED  TOURS  BETWEEN  TWO  BASES  IN  THE  SAME  AREA, 
INDICATING  SOME  LIMITATION  ON  THE  OFFICERS  ASSIGNABILITY;  ASSIGN¬ 
MENT  ONLY  TO  FMF  COMMANDS. 


(2)  Show  command  duty  or  staff  positions  held  in  each 

rank. 


E-4 


'  / 

/ 


ENTER>RANK,\frYPE  OF 

commanJ?-,  number  of 
Months"  in  Commands, 

AND  IF  COMMAND  WAS 
in  combat:  (DUTY  AS 
A  CO/OIC DF  A  RE¬ 
CRUITING  STATION/ 
I&I/XO  OF  A  UNIT, 
et  al  COUNT  AS  COM¬ 
MAND.)  v 


ENTER  RANK,  STAFF 
TYPE  BILLET  PER¬ 
FORMED.  NUMBER  OF 
MONTHS  IN  BTT.T.ET  . 
AND  WHETHER  STAFF 
DUTY  WAS  CONS  T pg pED 
A  jKEY  STAFF  BILLET^ 
e.g.  ,  HQMC  OR  SfM^ 
ILAR  LEVEL  STAFF 
JOINT  STAFF,  ETC. 


ENTER  RANK,  TYPE  BIL¬ 
LET  HELD  (OTHER  THAN 
COMMAND  OR  STAFF)  / 
NUMBER  OF  MONTHS,  AND 
WHETHER  IT  WAS  A  KEY 
BILLET  e.g.,  AIDE  TO 
SECNAV,  ETC. 


/  L7  < 


2^  JuitsA f 

UK.  POTY 

Ist  xo  G>. 


_ -STAFF- 

. lo _ /ar  ftDT. 

mu.  car.  rk"  duty 

_ 4 _ £hl  .6* l  S  3 

_  _ _ flssrPtAH, 

I  X _ 


_ OTHER. _ 

J£ _ UH  /»M)7P  A/ter  )Z 

M03.  key  Rk  0<JTY  ncs  KEY 

J2 _ Otr  JMTSI  Aual  iU  _ 

AH  A  tfar  un  oAs.  zi  _ 

_ PPYlSoK.  _  _ 

_ PROJ.  OFF  31  A 

_ LrO  flTf.  2±  _ 


PEAK  Oip  Psq/ 

1/fWSHttTAs  Co  CO. 

x  o  Re*  &*j  ?  ? 


WEAK  STAFF  MTV  IX2L'-  ///  ft  of  /fjj/f+J. 

_  toTSiQE  flO J  FLeJ 


MAKE  AN  EVALUATION  OF  THE  DUTIES  PERFORMED  BY  THE  OFFICER:  IS 
HIS  COMMAND  EXPERIENCE  SUFFICIENT/LACKING;  HAS  HE  GAINED  BROAD 
STAFF  EXPERIENCE  OR  NOT;  DOES  HE  HAVE  A  REPETITIVE  PATTERN  OF 
ALWAYS  FILLING  THE  SAME  TYPE  POSITION? 


d.  Now  go  back  to  the  right  side  of  the  Master  Brief  Sheet 
and  circle  all  of  the  GLAD  TO  HAVE  (GH) ,  or  any  other  desirability 
marks  lower  than  PARTICULARY  DESIRE  (PD). 


C  G> 


p 

p 


e.  use  a  red  pencil  to  draw  line  that  connects  the  X's 
shown  under^VALUE^ND^DlSTRIBUTIO^for  each  rank. 


f 


\ 


SQUARE  OFF  THE  LINE  TO 
FACILITATE  COUNTING  THE 
TRUTH  TELLER  NUMBERS. 


X 


f.  ODen  thy  officers  qualification  jacket^S  review  the 
left  side  of  the  jacket",  and 'complete  £He  information  on  the 
top  of  the  Analysis  Sheet. 


i 
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microfiche' 

* 


OFFICERS 

NAME 


/ 

PMOS/ 
SMOS  / 


iLT 

\ 


<MMWr  FOR 

OFFICERS  / 
YEAR  GROUP J 

(IDENTIFY  _ 

JLE.SPREVIOUSLY 
PASSED  OVER  < 
FOR  LOWER  RNK 


WEIGHT  SHOWN  ON 
PHOTO/MAXIMUM  . 
FOR  HEIGHT 


YEAR  WEIGHT 
REPORTED 

*  \ 


Fic.h£JU3  H Ahb_ 

love?  schl/st*  nn 

,  \J!ss*. 

VSM) I  lojiio  &*/BS 

m/H* 
-  to 

\ _ WJR 


&LL*7*  T-L. —  tfosBJoi ,  ozVo  f**i$  Gcriri  *tr.e£Z  *r  ✓ Jo  /m  w.1 


Cart 

7/IIO 

1— -1 
asti* 

A  US 

CiSC 

flFSCfK. 

iS 

n. 

T 15 

A IV ARDS  *  V 
CAP.  |  f 

HAM _ 

NCM  ft  ✓ 

AH _ 

PH  »  I 


fJ.C/ttss 

MSM 


$p*S/F*lk( ±)  DNT(±)  4/ PHOTO  DA7&IOM  79 


SHOW  <MIT,TTARY  .qgpnLTMr^ 
BY  ENTERING$“YEAR;S  SHOW 
IF  SCHOOL  WAS  COMPLETED 
BY  COPE  STUDY:  SHOW  CLASS 
^STANDING ~5( IF  SIGNIFICANT 
TOP  OR  BOTTOM  OF  CLASS) . 


SHOW?AWARD^WON ; 
INDICATE  IF  WITH 
COMBAT  V:  SHOW 
[“FLIGHT  HOURS  AWARD* 
{IP  ANY) . 


SHOW)  Cl VILlXS 
~>UCATION  LEV 
-i  ENTERING^ 
COMPLETED,  OT 
LEGg,  AND<2TS 
£5ing£  (IF  SKP 
NYFICANT) . 


REVIEW  FITNESS 
REPORTS  FOR^PFT^ 
DATA.  SHOVtNUMBERs’ 
OF  TIMES  OTFlggir; 
^FAII^D^ORyiP  NOT^ 
>TAKH?PFT.  * - 


ENTER jpATE^ 
OF  LATEST  " 
sPHOTO? 


0 


g.  Review  the  fitness  report  side  of  the  jacket  working 
from  the  earliest  fitness  reports  forward. 

(1)  Check  the^date<^and<ftyp^bf  each  report  to  ensure 
it  is  the  one  shown  on  lhe~  Master  Brief  Sheet. 


NAY64  E  E 

Jifrtil 

JbLo4  E  E 

AtjobA  E  E 
THUS 
JAN65  E  E 


ENTER  THE  ENDING  MONTH  AND  YEAR  OF 
THE  REPORT  ON  THE  MASTER  BRIEF  SHEET 
TO  ENSURE  THAT  THE  OFFICERS  CASE  IS 
CHRONOLOGICALLY  CORRECT. 


JAN65  0  E 


(2)  Write  the  on  the 

Master  Brief  Sheet  in  the  VALUE  AND  DISTRIBUTION  portion. 

/  (Highlight  the  name  if  the  officer  was  someone  with  a  repu- 
/j  tation  in  the  Marine  Corps.  For  example,  a  general  officer, 
fy*  or  an  outstanding  officer  known  to  you.  This  will  facilitate 

*  reinforcing  youi  word  picture  of  the  officers  qualification 

for  promotion  during  the  briefing  session.) 


far  & fiy 

lx(*-  8u 9CK 


(3)  Review  the  marks  on  each  fitness  report  and  note 
those  marks  that  may  indicate  a^weakness^on  the  part  of  the 
officer  e.g.,  consistently  marked  down  in  FORCE. 

(a)  A  fitness  report  marked  EXCELLENT  in  REGULAR 
DUTIES  but  containing  several  AA  or  AV  marks  under  the  PER¬ 
FORMANCE  AND  QUALITIES  portions  may  be  indicative  of  a  perfor¬ 
mance  trend.  The  same  applies  to  a  report  marked  OUTSTANDING 
in  REGULAR  DUTIES  but  with  EX  or  AA  marks  in  the  PERFORMANCE 
AND  QUALITIES  section. 


(b)  the  use  of  the  number 

"1"  on  the  Master  Brief  Sheet  if  recommended.  That  is,  rather 
than  writing  in  "E",  or  "AA" ,  or  "AV",  etc.  to  show  that  the 
officer  was  rated  low  in  FORCE,  enter  a  "1"  under  FORCE.  This 
will  serve  to  identify  the  traits  that  the  Marking  Senior  felt 
was  below  the  rest  of  the  officers  performance. 


JUL6J  E  A 

A  1 

MAR 61  E  A 

A  » 

JUL61  E  A  . 

A  * 

ScF6l  E  6 

JAN62 

JAN6Z  E  A 
A 

JU.62  0  E  f 


EXCELLENT  REG  DUTY 
WITH  AA  MARKS  IN 
ADMIN/PA/FORCE 

EXCELLENT  REG  DUTY 
WITH  AA  MARKS  IN 
ADMIN/PA/FORCE 

EXCELLENT  REG  DUTY 
WITH  AA  MARKS  IN 
ADMIN/P A/LD 

OUTSTANDING  REG  DUTY 
WITH  E  MARKS  IN  ADMIN/ 
FORCE 


V  O 


(4)  Annotate  under  the  QUALITIES  portion,  any  per¬ 
tinent  key  words  from  the  fitness  report  that  convey  a  sense 
of  how  the  Marking  Senior  viewed  the  officers  performance, 
e.g.,  "dynamic  leader",  "superb  administrator,"  "leader  of 
men,"  etc. 


MAR65  0  E 
J*J  IS 

JUN65  E  E 

s&cs 

sept>;>  e  e 

MAR66 


IP*  Tor  / o  y.  KPOUU  H/J  n&J 


A  PR  66  E  A 

sef  U  a 

SEP66  6  A 

nrtli  a 


firvi  TO  KWH  JdfiCS  Mj*9 
/*T&£SJ8>  f&J 


( 5  )*  $mm Mu  n  >.nriing»  can  be  noted  if  they  are  signi¬ 
ficantly  high,  (such  as  top  10%)  or  significantly  low  (such  as 
bottom  10%)  indicating  superior  performance  or  a  failing  on 
the  part  of  the  officer. 

(6)  Early  fitness  reports  did  not  provide  for  a  mark 
in  NHHMUr  However,  Marking  seniors  often  commented 

on  GROWTH  POTENTIAL.  Wherever  GROWTH  POTENTIAL  is  addressed  on 
/  a  fitness  report,  enter  the  mark  given  on  the  Master  Brief 
Sheet  in  the  appropraite  column. 


(7)  Enter  the*«cMh  tmik+n  (if  shown)  under  the 
VALUE  AND  DISTRIBUTION.  Normally,  truth  tellers  will  not  in- 
elude  those  shown  on  Reserve  Duty  fitness  reports,  or  school 
r'/'  fitness  reports. 


/ 
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*  f3 


X 


P 


P 


ENTER  THE  TRUTH  TELLERS  ON 
THE  MASTER  BRIEF  SHEET, 
WHEREVER  INCLUDED  ON  A  FIT¬ 
NESS  REPORT,  UNDER  THE  VALUE 
AND  DISTRIBUTION  PORTION. 


P 

P 

P 


(8)  If  you  consider  a  fitness  report  significant,  ex¬ 
tract  theasignif icant  comments^f rom  the  report.  Inclusion  of 
the  specific  comments  on  the  Master  Brief  Sheet  will  facilitate 
your  responsiveness  to  the  other  briefers.  Significant  reports 

are:  ——————— 

(a)  Reports  marked  BE  GLAD  TO  HAVE,  WILLING  TO 
HAVE,  or  lower. 

(b)  Reports  showing  marked  drops  in  VALUE  TO  THE 
SERVICE  from  previous  reports.  (Does  not  include  WELCOME  ABOARD 
reports  where  it  is  obvious  the  Marking  Senior  did  not  intend 

to  reflect  poor  performance.) 

(c)  Reports  which  relate  to  relief  in  combat, 
relief  from  independent  duty,  or  relief  as  a  commanding  officer. 

(d)  Reports  which  are  laudatory  and  extol  the 
officers  accomplishments  well  beyond  the  norm. 

(e)  Reports  where  the  Reviewing  Officer  gave 
exceptional  support  to  the  Marking  Seniors  comments/marks. 

(9)  Note  the  significant  reports,  month/year,  on  the 
Analysis  Sheet  to  call  attention  to  them  during  your  briefing. 

item- Ft/ eT"1 

JSBLAI— 

OCT  LI 
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h.  After  doing  all  of  the  above  actions,  you  will  have 
the  essence  of  the  officers  career  displayed  on  the  Master 

The  next  step  i^"To“^ompii^!e^^fun^^nes^^report 
analysis  portion  of  the  Analysis  Sheet. 

(1)  Compute  the^truth  teller  indexjand  enter  the 
figures  in  the  appropriate  boxes.  Example: 

(a)  Total  below  officer  as  company  grade 

officer.  25 


15 

10 


(b)  Total  with  officer  as  company  grade  officer. 

(c)  Total  above  officer  as  company  grade  officer. 


BELOW  AND  WITH 


25+15=  40 


BELOW,  2X  WITH,  ABOVE  25+30+10=65 


=  .62  INDEX 


5. 


\rnm 

mrx i 

KM 

CM 

n 

snz3s 

rmi 

U 

s 

IS 

10 

; 

/ 

(2)  Count  up  thegtotal  number  of  reports^as  a  company 
grade  officer;  count  the  number  of?l  on “T" report sjwi thin  the 
total  e.g.,  27  reports,  6  1  on  1  reports.  Enter  the  figures 
in  the  appropriate  boxes. 


Jtowr  amlyj/s 


T 

UJ  A 

ivr&m 

AMO.  DU  t 

Ho 

Z7 

% 

JL 

r 

iS 

IS 

/>  to 

_ l 

»BELO 
"equal"  to 
boxes. 


(3)  Count  th^number  of  reportsjthat  were  markedfo/E/* 
i-n /tegular  dul:ie£|5. df.  ,  U-a.  E- 14.  BELOW- 4.  (Shoulc~ 
total  number  of  reports-27. ] 


reports-27.)  Enter  in  the  appropriate 


lout 

AMO.  DU 

l£Z— J 

9  - 

23 

A 

7  IH 

— 


V# 
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(4)  Count  theft  number  of  reportsSthat  had^AA  or  lower  S 

marks  on  themVLn  areas  '  ottier  than  REGULAR  DUTIE5~.g^.a.  j - s 

10  of  27  reports  had  AA  marks.  Enter  in  appropriate  box. 


U**-M _ 

Mow  Pori.-  » 

L-2.  1  £- , 

PDJUJ 

••sin 

o 

2 

SESJ 

Mi 

4 

(5).  Count  theftnumber  of  marks  in  GROWTH  POTENTIAL 5 
that  wereVE/BELQHie.q.  .  U-4.  U-  )  .""HFr.ftw-'J  \ may  not-  »T,a  r 
total  reports  as  a  company  grade  officer  since  mark  was  not 
required  in  earlier  days).  Enter  in  appropriate  boxes. 


l**//IAfUAKl  MOW  Pori..  'bfHl.mJe  I 


T 

TESuT 

7 

3 

(6)  Count  the  -Q.uniber  of  "X"'s  underS GENERAL  VALUERS, 
that  were^p/E-O/E/BELOW^.q.  .  0-6,  E/O-7,  E-IQ,  BELOW- 4  (should 
equal  total  number  of  reports-27) . 


Mow  Pori.. 

l.tSNL.WUlfr 

6 

_3 

B£Uw 

1-2 

ft* 

m 

E 

0 

3 

m 

7 

i  l?L_CQUnt_  the  number  of  reports  with  a^BG  or  BW^mark 
under^DESIRABILITYfrand  enter  them  in  the  appropriate  boxes. 


1  H«.  mJiT 


lit 


MIC-IVAVUXXZX 


fan 


*  i 


SIVt.PP.Pn 

CS 

tUTZT 


(8)  Review  the  Master  Brief  Sheet  for  the  marks  ”1" 
you  entered  under  the^fERFORMANCE  and  QUALITIES ^section  for 
traits  that  showed  a  COhsiS teirfciy  lower  pattern  e.g.,  FORCE/ 
LEADERSHIP,  etc.  (A  pattern  should  consist  of  being  marked 
down  at  least  20-25%  of  the  time  in  a  trait  e.g.,  27  reports 
with  6  of  them  showing  a  mark  of  "1"  under  FORCE  would  be  a 
consistent  trend  in  the  officers  performance.)  Circle  the 
traits  that  indicate  a  pattern  on  the  Analysis  Sheet. 

mm- _ 
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P/mnn:  (amt)  mo  Ht  tp  I  ad  co  ih 
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-  TAiVCAi. 
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fcr  g  ls  5*st  quiLiYi 

Hi'j*  burr  twevusiflo  t»  joq  , 


S  I  J  )  r  '*7  S  rl  A  S I  C  S  C  H 
UAS1  C 

MC  0  6V  AND  EOJ  COM 
STUDENT  COMPANY 
MC  )tv  AND  EOJ  CoM 
it 00k NT  COMPANY 

MC  It V  WO  EGu  COM 


MC  B  GUANT 

-  SCHOOL 

-fPL  atoon) 

-  "L A TOON 


ENT 


2nol_0 


STJOF.T 


1 


lff  ANY  -  •’LATOON 


•’  A  rv  !  if 


Iv  iS 


J  MAX  l  Nt 

I  nfantry 
20  MARINE 
INFANTRY 
U_SnSCuL  NAV 


01  VISION 
UN 

0  IV  IS  I  JN 


-fCUMPANp 


*  NAV 

20  MARINE 
'  INFANTRY 
20  MARINE 
INFANTRY 
2  0  MAR  INE 
I NFANTRY 
20  MARINE 
^ INFANTRY 
JSA  INTFLL 


-Cm ) 

JJSTICE  JEW  PORT  RI 
SCHOOL 


1NTELL  IG 


JUSTICE 

DIVISION 

0 IV  IS  I  UN 
ON 

0  IVISIUN 
UN 

0 1  V  I S l ON 

StH  sort 
SCHOOL 


I 

VtJI  V I  SI  JNJ  HQ 


-  UN 


-  COMPANY 

-Cm) 

HOACHUA 

SCHOOL 


AR 


JRO  MARINE  01 VI  SION 
0  I  V I  SION  HO  -  :>T  AFF 

3R0  MARINE  DIVISION 
0IV1SI0N  HO  -  STAFF 

3RD  MAR  INE  01 VI S ION 
131 VI  SION  HO  -  STAFF 

HO  US  MILAS  TCMD  SAIGON  VI  ETNA; 
MILITARY  ASST  -  COMMAND 

3RD  MARINE  DIVISION  .. 

-{COMPANY? 


UN 


in  _  .  _ 

"TTTTllI  ".l-.c t  a jcxia 
DEFENSE  INTcLLlG  -  AGE N C Y 
OEF  INTELLIGENCE  AGENCY 
DEFENSE  I  NT  ELL  I  0  -  AGENCY 
OtF  I  vl  ELL  I  GLnCE  AGENCY 

3EF  INTELLIGENCE  AGENCY 
OFFENSE  INTcLLlG  -  AGENCY 
OET  l  iT  ELL  I  GlNCE  A^ENLY 
L  DEFENCE  INTlLLIG  -  AGENCY 


CLAP  Tv 
'MIL  ITARY 
CAPT 
MIL  ITARY 
CAPT 

CAPT 

MIL  ITARY 
CAPT 
military 
CAPT 


XTnTellT^) 

Canal y  _ ' 

IN TELL  I G 
ANALY 


IN  TELL  IG 
OFF  IC 
INTELLIG 
OFF  IC 


AC 

8 


CCUMMAN J 

UF  F  I  L  EjSD 

CH 

2ND  LT 

5 

COMMAND 

jFFICER 

CH 

2N0LT 

2 

CUMMAND 

OFFICER 

TR 

Q*TT^? 

3 

^sTaPf  1? 

adjutant 

SA 

LSTLT 

1 

CEZ ID 

OFFICER 

SA 

1STLT 

6 

G1MLJJ 

' OFFICER 

SA 

ISTLT 

5 

[  STUDENT 

MIL  I  1  AR  Y 

CO 

1STLT 

LAW 

2 

STAFF  l 

CH 

1STLT 

6 

GfMc’bL) 

CH 

istlt 

I 

'COMMAND 

OFF  ICER 

TR 

•ISTLT 

3 

dl  A  I  SON 

OFFICER 

TR 

ISTLT 

1 

l  STUDENT 

AC 

2NCLT 

7 

■PHOTO 

INTRPRT 

SA 

ISTLT 

OFFIC 

I 

G>HCTC  __ 

INTRPRI? 

CH 

ISTLT 

OFF  IC 

2 

PHOTO 

INTRPRT 

SA 

ISTLT 

OFF  IC 

4 

PHOTO 

INTRPRT 

TR 

ISTLT 

OFFIC 

2 

I  PHCTO 

INTRPRT 

CO 

ISTLT 

OFF  IC 

2 

^Command 

OFF  ICEj4> 

TR 

4 
SA 

2 

SA 

6 

e 

1 

SA 

5 
TR 

2 
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(9)  Review  the  Master  Brief  Sheet  for  trends  in  marks. 


(a)  Check  the  names  of  the  marking  seniors  on 
the  Master  Brief  Sheet  to  identify  groupings  of  fitness  re¬ 
ports  that  were  given  by  the  same  marker.  Look  for  any  marked 
drop,  or  rise,  in  the  DUTIES /QUALITY  marks  or  VALUE  and  DIS¬ 
TRIBUTION  mark.  Where  an  officer  consistently  has  a  drop/ 
rise  in  performance  over  2  or  3  fitness  reports  from  the  same 
marker,  it  indicates  a  performance  trend. 

(b)  Enter  a  word  picture  of  the  officers  per¬ 
formance  trend;  either  for  his  entire  period  at  that  rank, 
or  at  different  points  in  his  career. 


TREND:  SThfci S  W(rH  TH&  0<&fS  **/  /  felTtAVNt'  •SCWoR  .  PCESN *T 

7T>  /rFT  Catifenv''*  foaslort  .  Ahr  fisKtutr  ftlF &W . 


pATTTtw:  Ht  ip  I  t(p*)nr  HD  CO  m  rp/fo)  u>  p< 


i.  Repeat  the  above  steps  for  each  rank,  i.e..  Major, 
Lieutenant  Colonel. 

j.  When  all  portions  of  the  Analysis  Sheet  are  complete, 
then  make  a  brief  summary  comment  on  the  officers  qualifica¬ 
tions  for  promotion/or  reasons  for  his  not  being  a  contender 
for  promotion.  Decide  on  the  briefing  recommendation. 


k.  The  last  portion  of  the  form  will  be  used  by  the  ether 
members  of  the  board  to  make  notes  during  your  briefs  of  the 
officers  case. 


BoMd  teHgtR  rfo-TES  :  CM*.  (ZmsVED  ffidLl  ftS  UrX-  . 

_ fir  FLA(rpt>i£  .  M*  Tthe  fiT  o*}£  LocAVoti  (9  y&) _ 


STZotiHy  Fe€.  yg  ftSSiBLZ  (fio  J  SrRoMLl  flwiisr  whv? 
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6.  After  completion  of  the  Analysis  Sheets,  a  decision  will 
be  made  by  the  President  of  the  board  on  reoroduction.  Nor¬ 
mally,  copies  of  all  briefing  sheets  marked* as  1,  1-,  2+,  and 
2  will  be  reproduced  (1  copy  per  briefer).  This  will  allow 
each  member  to  review  your  candidates  record  in  detail,  and 
key  them  to  the  important  parts  of  his  career  during  the 
without  the  need  to  make  copious  notes. 


7.  There  is  a  requirement  to  maintain  a  tally  sheet  on  how 
the  briefer  rated  an  officer,  how  you  rated  him  for  promotion, 
and  the  results  of  balloting.  The  Summary  Sheet  included 
herein  provides: 

a.  A  means  for  recording  the  briefing  recommendations. 

b.  Computing  an  officers  numeric  standing  among  his 
peers  in  the  areas  of: 

(1)  Education 

(2)  Performance 

(3)  Quality  of  Service 


c. 


A  means  to  record  the  results  of  balloting. 


ENTER  THE  NAME  OF  THE  OFFICER (iN  DE- 
CENDING  ORDER  AS  THEY  APPEAR  ON  THE 
LINEAL  LIST). 

ENTER  THE  RATING  GIVEN  THE  OFFICER 
BY  HIS  BRIEFER  e.g.,  1,  1-,  etc. 
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ENTER  THE  POINTS  ASSIGNED  THE  OFFICER 
FOR  HIS  BACKGROUND  BASED  ON  THE  DATA 
SHOWN  ON  THE  ANALYSIS  SHEET. 

(THE  ASSIGNING  OF  A  NUMERIC  VALUE 
TO  SCHOOLING  ETC.  IS  DESIGNED  TO 
ENSURE  THEY  WEIGH  ON  THE  BALANCE 
WHEN  CONSIDERING  THE  OFFICERS  QUAL¬ 
IFICATIONS  FOR  PROMOTION.) 
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ENTER  THE  TRUTH  TELLER  INDEXES  FROM  THE 
ANALYSIS  SHEET  AND  APPLY  THE  FACTORS 
SHOWN. 

(THE  USE  OF  FACTORS  IS  DESIGNED  TO 
PLACE  WEIGHT  ON  THE  OFFICERS  PERFOK 
MANCE  IN  HIS  LATER  YEARS.  A  FACTOR 
OF  2X  RECOGNIZES  THAT  PERFORMANCE  AS  A 
MAJOR  SHOULD  COUNT  FOR  MORE  THAN  AS 
A  LT  OR  CAPTAIN  SINCE  THE  OFFICER  SHOULD 
HAVE  MATURED  AND  GAINED  EXPERIENCE.  A 
FACTOR  OF  3X  RECOGNIZES  THAT  PERFORMANCE 
AS  A  LTCOL  SHOULD  INDICATE  POTENTIAL  AS 
A  COLONEL . ) 
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ENTER  YOUR  EVALUTAION  OF  THE  OFFICERS 
QUALITY  OF  SERVICE  AS  DETERMINED  FROM 
YOUR  REVIEW  OF  THE  MICROFICHE  AND  THE 
BRIEFERS  COMMENTS.  (THIS  IS  A  SUB¬ 
JECTIVE  RATING  BASED  ON  YOUR  PERCEP¬ 
TION  OF  THE  OFFICERS  OVERALL  RECORD  IN 
EACH  RANK.  SUCH  THINGS  AS  ASSIGNMENTS, 
OVERALL  MARKS  ON  REPORTS,  REVIEWING 
OFFICERS  COMMENTS,  TRENDS,  ETC.  SHOULD 
GO  INTO  YOUR  EVALUATION.) 

ASSIGN  ADVERSE  POINTS  TO  AN  OFFICER  WHERE 
THE  RECORD  INDICATES  POOR  PERFORMANCE. 
SUCH  THINGS  AS  RELIEF  IN  COMBAT,  RELIEF 
FROM  COMMAND,  REFLIEF  FROM  INDEPENDENT 
DUTY,  OVERWEIGHT,  FAILING  THE  PFT,  ETC. 
ARE  CONSIDERED  AND  POINTS  DEDUCTED  FROM 
THE  OFFICERS  RATING. 

COMPUTE  THE  QUALITY  POINT  INDEX  FOR  THE 
OFFICER  BY  ADDING  BACKGROUND,  TRUTH 
TELLER,  AND  QUALITY  OF  SERVICE  POINTS, 

AND  DEDUCTING  ADVERSE  POINTS. 

ENTER  YOUR  DECISION  ON  HOW  YOU  RATE  THE 
OFFICER;  AS  A  1,  1- ,  2+,  ETC.  THIS  IN 
ESSENCE  IS  HOW  YOU  ARE  DECIDING  TO  VOTE. 
THE  HIGHER  RATED  OFFICERS  SHOULD  GET 
YOUR  VOTE  FOR  SELECTION. 


•*aAB8*fltti 


i  MHucnir 
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SO  MANY 


POINTS  =  SELECTION: 

I  inn  UPPWRR5  M.LUKU."  IN  FACT 
THE  POINTS  FOR  EACH  AREA  OF  PERFORMANCE  ARE  PURELY  A  SUBJECTIVE 
DECISION  AS  TO  WHAT  IS  IMPORTANT  IN  AN  OFFICERS  CAREER  AND  CAN 
BE  CHANGED  BY  THE  BOARD  TO  ANY  LEVEL  THE  MEMBERS  CONSIDER  FAIR.) 
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AFTER  EACH  BALLOT,  ENTER  THE  VOTES  EACH 
OFFICER  RECEIVED  ON  THE  BALLOT.  IF  SELECTED, 
PUT  AN  "X"  IN  "SELECTED".  (THIS  WILL  ALLOW 
YOU  TO  SEE  AT  A  GLANCE  THE  SUPPORT  THE  OFFICER 
HAS,  OR  DEVELOPS  ON  SUBSEQUENT  BALLOTS,  COM¬ 
PARE  IT  WITH  YOUR  DECISION,  AND  GUIDE  YOUR 
VOTE  ON  THE  NEXT  BALLOT.) 


A  PORTION  OF  EACH 
SHEET  IS  RESERVED 
FOR  NOTES.  IF  YOU 
FEEL  VERY  STRONG  FOR, 
OR  AGAINST,  ON  OF¬ 
FICERS  SELECTION,  IT 
IS  RECOMMENDED  THAT 
YOU  MAKE  A  NOTE  AS 
TO  WHY  SO  THAT  IN 
THE  HEAT  OF  BALLOTING 
YOU  CAN  RECALL  WHY 
YOU  WILL  OR  WILL  NOT 
SUPPORT  THAT  OFFICER. 
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DCPARTMENT  OF  THE  NAVY 
OFFICE  OF  THE  SECRETARY 
WASHINGTON  O  C  203S0 


******** 

From:  Secretary  of  the  Navy  18 

To:  Brigadier  General  Alfred  M.  GRAY,  Jr.,  U.  S.  Karine 

Corps 

Subj :  Precept  convening  a  selection  board  to  recommend  male 

unrestricted  officers  of  the  Marine  Corps  on  active 
duty  for  promotion  to  the  grade  cf  lieutenant  colonel 
and  a  naval  examining  board  to  examine  those  officers 
recommended  for  promotion 

1.  A  selection  board  is  hereby  appointed  consisting  of  your¬ 
self  as  president  and  the  following  additonal  members: 

Brigadier  General  Vincente  f.  BLAZ,  U.  S.  Marine  Corps 
Brigadier  General  Albert  E.  BREWSTER,  Jr.,  U.  S.  Marine 
Corps 

Colonel  Philip  J.  DOOLEY,  U.  S.  Marine  Corps 
Colonel  Alphonse  J.  CASTELI.ANA,  U.  S.  Marine  Corps  Reserve 
Colonel  Albert  H.  MANHARD,  Jr.,  U.  S.  Marine  Corps 
Colonel  Charles  K.  BRESLAUER,  U.  S.  Marine  Corps 
Colonel  Paul  L.  MOREAU,  U.  S.  Marine  Corps  Reserve 
Colonel  Neil  M.  LARIMER,  II,  U.  S.  Marine  Corps 

2.  Major  Gary  D.  RAINEY,  U.  S.  Marine  Corps,  will  act  as 
recorder.  First  Lieutenant  Miriam  Y .  LYDICK,  U.  S.  Marine 
Cox-ps,  will  act  as  assistant  recorder. 

3.  The  board  is  hereby  ordered  to  convene  at  Headquarters, 

U.  S.  Marine  Corps,  Washington,  D.  C.,  on  29  March  1979,  or 
as  soon  thereafter  as  may  be  practicable. 

Jj.  The  following  oath  or  affirmation  shall  be  administered  to 
the  recorder  and  the  assistant  recorder  ;y  the  president  of  the 
board: 

"You,  and  each  of  you,  do  solemnly  :  ..ear  (or  affirm)  the.; 
you  will  keep  a  true  record  of  the  proceedings  of  the  board 
So  help  you  God." 

The  following  oath  or  affirmation  shall  :hen  be  administered 
by  the  recorder  to  the  members  cf  the  bn3rd: 

"You,  and  each  of  you,  do  solemnly  -.sear  (or  affirm)  the  ; 
you  will,  without  prejudice  or  partiality,  and  having  ir. 
view  both  the  special  fitness  of  officers  and  the  effi¬ 
ciency  of  the  naval  service,  perform  the  duties  imposed 
upon  you  by  law.  So  helo  you  God." 
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5.  The  Commandant  of  the  Marine  Corps,  acting  for  the 
Secretary  of  the  Navy,  shall  furnish  the  board  with  the 
names  and  records  of  all  male  unrestricted  officers  eli¬ 
gible  for  consideration  for  promotion  to  the  grade  of 
lieutenant  colonel,  determined  as  of  the  date  the  board 
convenes,  and  shall  indicate  the  names  of  those  in  the 
promotion  zone.  The  board  shall  carefully  consider  the 
case  of  each  officer  whose  name  is  furnished. 

6.  From  among  those  eligible  officers,  the  board  may  rec¬ 
ommend  not  more  than  335  for  promotion.  This  number  shall 
include  a  number  of  officers  designated  s  judge  advocates 
that  is  not  less  than  70%  of  the  number  <:f  such  officers 
in  the  promotion  zone. 

7.  Subject  to  the  selection  criteria  established  by  statute 
and  set  forth  in  this  precept  for  the  various  categories  of 
eligible  officers,  the  law  requires  the  uniform  application 
of  the  appropriate  criteria  for  all  officers  of  each  category 
under  consideration.  The  fact  that  an  eligible  officer  is 
above,  within,  or  below  the  promotion  zone  is  immaterial  to 
the  determination  of  whether  that  office::  meets  the  criteria 
established  by  law  for  his  category. 


c.  Officers  on  the  active  list  (officers  of  the  Regular 
Marine  Corps,  other  than  retired  officers,  holding  permanent 
appointments  in  grades  above  chief  warrant  officer,  W-4 )  who 
are  recommended  for  promotion  shall  be  those  whom  the  board 
considers  best  fitted  for  promotion;  chat  is,  they  shall  be 
selected  as  best  fitted  to  assume  the  duties  of  the  next 
higher  grade.  From  among  those  eligible  officers  on  the 
active  list  who  are  junior  in  lineal  rank  to  the  junior  of¬ 
ficer  In  the  promotion  zone,  the  board  may  recommend  as  best 
fitted  for  promotion  a  number  of  male  officers  that  does  noc 
exceed  five  percent  of  the  total  number  of  such  officers  that 
the  board  is  auchorized  to  recommend  for  promotion.  Officers 
not  on  t.he  active  list  recommended  for  promotion  shall  be 
those  whom  the  board  considers  qualified  for  continued  active 
duty  in  the  next  higher  grade. 


r  4  The  board  is  directed  that  administrative  staff  duty,  duty 
in  aviation,  supply  duty,  or  duty  in  any  ;echnical  specialty 
performed  by  ar-'  officer  of  the  Marine  Cores  shall  be  given 
weight  by  the  selection  board  in  determining  fitness  for  pro¬ 
motion  equal  to  that  given  line  duty  equally  well  performed. 


.  In 
:.er  vi  cc 
/'ll  led 
same  w< 


making  its  determinations,  the  3rd  shall  give  to 
: n,  and  evaluation  report:  from,  Joint,  Combined, 
•id  Office  of  the  Secretary  of  Do  -.nsc  .Staffs,  the 
ght  that  is  accorded  to  service  i  t,  and  evaluation 


report,  from,  the  Department  of  the  iiavy.  /, 
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11.  If  necessary  to  interpret  medical  data  in  the  case  of 
any  officer  under  consideration,  the  board  may  avail  itself 
of  the  testimony  of  the  Surgeon  General  of  the  Navy  or  of 
such  other  medical  experts  in  the  Navy  as  It  may  desire. 

12.  Equality  of  treatment  and  opportunity  has  long  been  the 
official  policy  of  the  Department  of  the  Navy.  The  policy 
of  equal  opportunity  In  the  Marine  Corps  applies  without 
regard  to  race,  creed,  color,  sex  or  national  origin.  In 
your  deliberations,  you  will  apply  this  policy.  Upon  receipt 
of  your  recommendations ,  I  intend  to  exa:.ine  with  particular 
care  the  extent  to  which  this  requirement  has  been  complies 
with. 

13.  Upon  completion  of  its  selections  for  promotion,  the 
board  shall  constitute  itself  a  naval  examining  board  and 
shall  recommend  for  promotion  those  officers  selected  who, 
in  the  opinion  of  the  board,  are  profess: anally  qualified 
to  perform  all  the  duties  of  the  next  hijaer  grade  to  which 
they  might  reasonably  be  expected  to  be  assigned. 

14.  From  among  those  officers  eligible  for  consideration  for 
promotion  to  the  grade  of  lieutenant  colonel,  the  board  shall 
report  the  name  of  those  officers  with  less  than  twenty  years 
of  service  whose  records,  in  Its  opinion,  indicate  unsatis¬ 
factory  performance  of  duty  in  their  present  grade  and  that 
they  would  not  satisfactorily  perform  the  duties  of  a  higher 
grade . 

15.  The  report  of  the  board  shall  be  in  writing,  shall  be 
signed  by  all  the  members,  and  shall  certify  that  the  board 
has  complied  with  all  instructions  and  directions  contained 
in  this  precept,  and  that  its  recommendations  and  report  rep¬ 
resent  the  opinion  of  at  least  two-thirds  of  the  members. 

16.  The  proceedings  of  the  board  shall  not  be  disclosed  ex¬ 

cept  as  authorized  by  the  Secretary  of  the  Navy.  The  recom¬ 
mendations  of  the  board  may  not  be  disclosed,  except  as  au¬ 
thorized  by  the  Secretary  of  the  Navy,  until  approved.  Upon 
completion  of  its  proceedings,  but  not  before  ten  days  have 
elapsed,  including  the  date  of  convening  of  the  board,  the 
board  shall  forward  its  report  to  the  Secretary  of  the  Navy 
via,  first,  the  Commandant  of  the  Marine  Corps  for  his  rec¬ 
ti  ommendation  in  the  premises  and,  second,  the  Judge  Advocate 

)  General  of  the  Navy  for  legal  review. 
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APPENDIX  6 

PROMOTION  BOARD  AND  SUPPORTING  SYSTEM 
DATA  ANALYSIS 
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Expiration  of  Active  Service 
Date  Current  Tour  Began 
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PROMOTION  BOARD  AND  SUPPORTING  SYSTEMS  DATA  ANALYSIS  (cont'd) 
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PROMOTION  BOARD  AND  SUPPORTING  SYSTEMS  DATA  ANALYSIS  (cont'd) 
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APPENDIX  7 

SAMPLE  MASTER  BRIEF  SHEET 
WITH  ATTACHED  WORKSHEET 


SAMPLE  MASTER  BRIEF  SHEET 
WITH  ATTACHED  WORKSHEET 


GRADE:  MAJOR  MOS:  7576  NUMBER:  26 


REPORTS  #MDS  PER 

QUAL 

V&D 

DES 

TOT-TOTPOS 

XMOS  TOT 

PER 

B 

w 

A 

T 

1 

4 

20/24 

39/44 

3.5/4 

4/4 

4.  66.5/76 

266/304 

1 

2 

3 

17/20 

43/48 

3.5/4 

4/4 

3.  67.5/76 

203/223 

88.8 

5 

3 

3 

3 

2 

17/20 

43/48 

3.5/4 

4/4 

2.  67.5/76 

135/156 

88.8 

2 

1 

1 

4 

4 

18/20 

48/52 

3.5/4 

4/4 

4.  73.5/80 

294/320 

91.9 

3 

2 

4 

5 

3 

23/24 

49/52 

4/4 

4/4 

3.  80/84 

240/252 

95.2 

4 

2 

6 

2 

16/20 

40/48 

3.5/4 

4/4 

2.  63.5/76 

127/156 

83.6 

1 

7 

7 

21/24 

40/48 

3/4 

4/4 

7.  68/80 

476/560 

85.0 

1 

8 

2 

20/24 

43/48 

3.5/4 

4/4 

2.  70.5/80 

141/160 

1 

9 

1 

13/16 

43/52 

3/4 

4/4 

1.  63/76 

63/76 

82.9 

1 

10 

2 

12/16 

37/48 

3/4 

2/4 

2.  54/72 

108/144 

75.0 

3 

2 

11 

7 

17/20 

39/48 

3/4 

4/4 

7.  63/76 

441/532 

82.9 

1 

2 

1 

1? 

194/228 

464/536 

37/44 

42/44 

TOTA] 

,  37 

85.1 

86.6 

84.1 

95.5 

2494/2888 

86.4 

15 

16 

13 

51.7 

GRADE: 

LTCOL 

1 

4 

19/20 

48/48 

3.5/4 

4/4 

4.  72.5/76 

290/304 

95.4 

1 

2 

.  ■ 

6 

19/20 

48/48 

3.5/4 

4/4 

6.  74.5/76 

447/456 

98.0 

1 

3 

6 

18/20 

42/48 

3.5/4 

4/4 

6.  67.5/76 

405/456 

88.8 

1 

3 

7 

20/20 

48/48 

3.5/4 

4/4 

7.  75.5/76 

529/532 

99.3 

1 

5 

5 

20/24 

41/48 

3.5/4 

4/4 

5.  69.5/80 

343/400 

85.6 

4 

3 

15 

28 

96/104 

225/240 

17.5/20 

20/20 

2014/2148 

93.8 

1 

7 

3 

44.4 

16 

92.3 

93.7 

87.5 

100.0 

17 

290/332 

689/776 

54.5/64 

62/64 

TOTAL 

65 

87.3 

88.8 

85.2 

96.6 

4508/5036 

89.5 

16 

23 

16 

50.0 

PERF  %  87.3  QUAL  %  88.8  CUM  OER  %  89.5  TT  %  50.0 
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APPENDIX  8 

DEMOGRAPHIC  DATA  FOR  COLONEL  SAMPLE 


DEMOGRAPHICS  ON  COLONEL  SAMPLE 
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APPENDIX  9 

PERFORMANCE  DATA  FOR  COLONEL  SAMPLE 
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APPENDIX  10 


DUTY  ASSIGNMENT  DATA  FOR  COLONEL  SAMPLE 


J 
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DUTY  ASSIGNMENT  DATA 

ON  COLONEL 

SAMPLE 

| 

TYPE  DUTY 

(Months) 

NO. 

PMOS 

GROUP 

COMMAND 

STAFF 

JOINT  STAFF 

OTHER 

L  1- 

3002 

1 

47 

21 

0 

0 

2. 

1802 

1 

14 

47 

0 

0 

3. 

9906 

1 

26 

28 

0 

4 

4. 

1803 

1 

0 

10 

44 

0 

5. 

7501 

1 

22 

13 

37 

0 

6. 

1302 

2 

36 

20 

0 

0 

j  7. 

0802 

2 

15 

23 

41 

0 

8. 

0302 

2 

14 

26 

36 

0 

9. 

0302 

2 

22 

52 

0 

0 

10. 

0302 

2 

27 

29 

0 

0 

11. 

7501 

2 

25 

37 

0 

0 

12. 

4402 

2 

0 

80 

0 

0 

13. 

1802 

2 

26 

6 

36 

0 

14. 

7501 

2 

25 

35 

0 

0 

15. 

2502 

2 

39 

15 

0 

0 

16. 

0302 

2 

0 

23 

15 

0 

17. 

7564 

2 

41 

30 

0 

2 

18. 

0302 

2 

10 

41 

0 

0 

19. 

7508 

2 

67 

1 

8 

2 

20. 

0802 

2 

13 

0 

66 

0 

21. 

7508 

2 

31 

8 

23 

0 

22. 

7501 

2 

14 

42 

0 

0 

23. 

7521 

2 

17 

37 

0 

0 

24. 

7501 

2 

45 

18 

0 

0 

1  25' 

7576 

2 

58 

4 

2 

0 

,  26. 

0802 

2 

9 

8 

41 

0 

27. 

2502 

2 

0 

36 

39 

0 

28. 

7522 

2 

36 

14 

13 

0 

29. 

7564 

3 

28 

29 

0 

3 

( 

7562 

3 

38 

20 

0 

0 

J" 

mmmrnm  m  . 

1 

J 

-  .. 

'  / 

1 

•Jb 
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DUTY  ASSIGNMENT  DATA  ON  COLONEL  SAMPLE  (cont’d) 


NO. 

PMOS 

GROUP 

COMMAND 

STAFF 

JOINT  STAFF 

OTHER 

31. 

7522 

3 

30 

2 

34 

0 

32. 

7511 

3 

16 

6 

31 

0 

33. 

0302 

3 

36 

9 

0 

0 

34. 

1302 

3 

13 

48 

0 

0 

35. 

0302 

3 

53 

43 

40 

0 

Total  Months 

893 

861 

506 

11 

Average 

Months 

26 

25 

15 

.  3 

< 
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APPENDIX  11 


LTCOL  COMPARED  TO  COL  SAMPLE 


1 


I 


RED  TO  COL  STANDARD 


63.1 


GRP  II 


•  COL  (35) 

•  LTCOL  (40) 


APPENDIX  12 

SAMPLE  GRAPH  DATA  FOR  COLONELS 


SAMPLE  GRAPH  DATA  FOR  COLONELS 


NO. 

PERF% 

TT% 

GROUP 

NO. 

PERF% 

TT% 

GROUP 

1  . 

98.6 

71.4 

1 

25. 

94.4 

66.7 

2 

2. 

99.8 

56.0 

1 

26. 

96 .3 

63.0 

2 

3. 

98.3 

62.9 

1 

27. 

95.1 

76.1 

2 

4. 

98.7 

62.5 

1 

28. 

97.5 

65.5 

2 

5. 

99.0 

62.0 

1 

29. 

94.1 

61.3 

3 

6. 

94.2 

63.6 

2 

30. 

93.2 

52.1 

3 

7. 

95.9 

65.6 

2 

31. 

91.9 

51.1 

3 

8. 

96.9 

60.9 

2 

32. 

93.3 

62.5 

3 

9. 

95.1 

66 . 3 

2 

33. 

91.1 

56.8 

3 

10. 

94.5 

68.5 

2 

34  . 

93.6 

66.7 

3 

11. 

96.8 

68.3 

2 

35. 

94.1 

52.2 

3 

12. 

96 . 7 

48 . 3 

2 

13. 

98.1 

67.8 

1 

14. 

94.7 

52.0 

2 

15. 

97.2 

83.3 

2 

16. 

97.9 

64.7 

2 

17. 

95.2 

64.1 

2 

18. 

94.5 

54.0 

2 

19. 

95.7 

69.3 

2 

20. 

96.7 

50.0 

2 

21. 

94 . 5 

51.0 

2 

22. 

96.0 

62.4 

2 

23. 

97.1 

61.2 

2 

24. 

97.3 

70.0 

2 

Mean 

Performance 

Score : 

95. 

7% 

Mean  Truth  Teller:  63.1% 


Distribtuion  by  Group 


Group 

I 

6 

(17.1%) 

Group 

11 

22 

(62.9%) 

Group 

T  T  I 

7 

(20.0%) 

35 

(100.0%) 

L-l 


■met 
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PERFORMANCE  AND  TRUTH  TELLER  FAN 
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DEMOGRAPHIC  DATA  FOR  LTCOL  SAMPLE 
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APPENDIX  15 


PERFORMANCE  DATA  FOR  LTCOL  SAMPLE 
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APPENDIX  16 

DUTY  ASSIGNMENT  DATA  FOR  LTCOL  SAMPLE 


DUTY  ASSIGNMENT  DATA  FOR  LTCOL  SAMPLE 

TYPE  DUTY  (MONTHS) 


NO. 

PMOS 

GROUP 

COMMAND 

STAFF 

JOINT  STAFF 

OTHER 

1. 

0302 

1 

7 

52 

0 

2 

2. 

0802 

1 

26 

10 

0 

35 

3. 

7562 

1 

28 

0 

16 

14 

4  . 

4402 

1 

0 

99 

7 

0 

5. 

0302 

1 

7 

38 

0 

3 

6. 

0302 

2 

7 

57 

45 

1 

7. 

0302 

2 

10 

7 

33 

8 

8. 

0302 

2 

35 

33 

11 

14 

9. 

0302 

2 

19 

35 

12 

1 

10. 

0302 

2 

0 

58 

0 

2 

11. 

0302 

2 

0 

81 

0 

0 

12. 

0802 

2 

29 

11 

0 

12 

13. 

0180 

2 

0 

39 

0 

17 

14. 

7557 

2 

10 

7 

40 

2 

15. 

7557 

2 

41 

10 

15 

3 

16. 

7576 

2 

51 

7 

0 

0 

17. 

3002 

2 

8 

38 

28 

0 

18. 

4002 

2 

0 

28 

30 

10 

19. 

4002 

1 

7 

64 

0 

0 

20. 

1803 

3 

2 

76 

0 

0 

21. 

7522 

3 

22 

27 

20 

0 

22. 

7522 

3 

39 

14 

11 

1 

23. 

3002 

3 

82 

7 

0 

0 

24. 

0302 

4 

4 

41 

26 

0 

25. 

0302 

4 

17 

34 

0 

24 

26. 

7576 

4 

21 

44 

0 

0 

27. 

7564 

4 

24 

61 

0 

0 

28. 

7576 

4 

42 

22 

20 

0 

29. 

7586 

4 

17 

51 

0 

0 

30. 

7501 

4 

2 

47 

0 

20 

P-1 


DUTY 

ASSIGNMENT 

DATA  FOR  LTCOL  SAMPLE  (cont'd) 

NO. 

PMOS 

GROUP 

TYPE  DUTY  (Months) 

COMMAND  STAFF  JOINT  STAFF 

OTHER 

31. 

0802 

4 

14 

20 

34 

0  I 

32. 

3002 

4 

2 

72 

0 

0 

33. 

0802 

2 

15 

5 

67 

0  | 

34. 

0802 

3 

47 

31 

0 

0 

35. 

0802 

2 

52 

23 

0 

;  1 

0 

36. 

0802 

2 

3 

25 

0 

39  ^ 

37. 

0802 

2 

11 

29 

0 

0 

38. 

0802 

2 

13 

15 

0 

36 

39. 

0802 

2 

41 

36 

0 

0 

40. 

0202 

3 

0 

38 

37 

0 

Total  Months 

755 

1392 

452 

244 

Average 

Months 

19 

35 

11 

6 

I 


1 


I 


SAMPLE  GRAPH  DATA  FOR  LTCOLs 


NO. 

PERF  % 

TT% 

GRP 

NO. 

PERF  % 

TT  % 

GRP 

1. 

98.7 

73.8 

1 

22. 

92.8 

58.9 

3 

2. 

99.8 

66.6 

1 

23. 

88.7 

50.7 

4 

3. 

98.5 

67.9 

1 

24. 

88.4 

48.5 

4 

4. 

99.1 

60.6 

1 

25. 

86.7 

48.1 

4 

5. 

98.2 

81.6 

1 

26. 

89.5 

50.0 

4 

6. 

97.9 

82.3 

2 

27. 

74 . 9 

25.1 

4 

7. 

97.4 

66.6 

2 

28  . 

86.1 

21.2 

4 

8. 

95.6 

64.1 

2 

29. 

82.3 

41.5 

4 

9. 

96.1 

70.7 

2 

30. 

88.7 

44.4 

4 

LO. 

95.9 

78.5 

2 

31. 

90.4 

39.2 

4 

11. 

94.2 

87.9 

2 

32. 

88.9 

46.6 

4 

12. 

94.3 

50.6 

2 

33. 

96.6 

54.1 

2 

13. 

94 . 7 

67.7 

2 

34. 

91.0 

60.3 

3 

14. 

97.9 

33.3 

2 

35. 

96.1 

53.2 

2 

15. 

97.9 

73.6 

2 

36. 

96.2 

42.3 

2 

16. 

97.9 

66.7 

2 

37. 

95.6 

67.4 

2 

17. 

97.4 

60.5 

2 

38. 

95.3 

50.0 

2 

18. 

96.7 

68.4 

2 

39. 

96.0 

53.3 

2 

19. 

98.1 

63.0 

1 

40. 

96.6 

50.0 

3 

20. 

92.0 

58.4 

3 

21. 

91.9 

57.3 

2 

Mean 

Performance  Score: 

93.8% 

Mean 

Truth  Teller: 

58.2% 

Distribution  by 

Group 

Group 

1  6 

(15. 

0%) 

Group 

II  19 

(47. 

5%) 

Group  III  5 

(12. 

5%) 

Group 

IV  10_ 

(25. 

0%) 

40 

(100 

.0%) 

APPENDIX  18 

DETAIL  FITNESS  REPORT  SUMMARY 
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APPENDIX  19 


CONSOLIDATED  FITNESS  REPORT 


SUMMARY 


CAPT-LT  SUMMARY  79  23  13  tp/pp  295/380  836/980  75.5/92  89/92  9632/5608 

__ _ %  77.6  85.3  82.1  91.3  82. 6x 
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